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Nowadays spirit of Indonesian Muslims and the Government of Republic of Indonesia 
in reviving sharia economy should be appreciated and supported by all elements 
especially by Islamic financial institutions of this country. One the most popular and 
familiar Islamic financial institutions to Indonesian people is Islamic Banks. 
Unfortunately, the data show that the problems of employees’ turnover, tardiness, 
embezzlement, etc. do happen in Islamic Banking sector. This situation, of course, is 
contradictory to Islamic Work Ethic principles in one side, and would disturb and 
even threaten the operational smooth running of the institutions in the other side. 
Hence, investigating such behavioral phenomenon would be imperative to minimize 
the negative effects. Therefore, this research is meant to examine the impact of 
Islamic work ethic on job satisfaction and its implication towards organizational 
commitment. The data was collected from Islamic Banks in Medan with total of 217 
respondents. The data was analyzed using Smart Partial Least Square (PLS) 3.0 
Structural Equation Model (SEM). The results show that Islamic work ethic has a 
positive significant impact on employees’ job satisfaction. However, Islamic work 
ethic has no direct impact on organizational commitment, but it has an indirect 
impact on it. In addition, from six profiles of respondents, only employees’ level of 
iv 
 
education is the only profile that has an association with job satisfaction. Meanwhile, 
employees’ level of education as well as their monthly income found to be associated 
with organizational commitment. 
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Saat ini semangat umat Islam Indonesia dan Pemerintah Republik Indonesia dalam 
menghidupkan kembali ekonomi syariah harus dihargai dan didukung oleh semua 
elemen terutama oleh lembaga keuangan Islam negara ini. Salah satu lembaga 
keuangan Islam yang paling populer dan akrab bagi masyarakat Indonesia adalah 
Bank Islam. Sayangnya, data menunjukkan bahwa masalah pergantian karyawan, 
keterlambatan, penggelapan, dan lain-lain, masih terjadi di sektor Perbankan Islam. 
Situasi ini, tentu saja, bertentangan dengan prinsip-prinsip Etika Kerja Islami di satu 
sisi, dan akan mengganggu dan bahkan mengancam kelancaran operasional 
lembaga-lembaga tersebut di sisi lain. Oleh karena itu, menyelidiki fenomena 
perilaku seperti ini akan menjadi sangat penting untuk meminimalkan efek negatif. 
Oleh karena itu, penelitian ini dimaksudkan untuk menguji dampak Etika Kerja 
Islami terhadap kepuasan kerja dan implikasinya terhadap komitmen organisasi. 
Data angket yang  dikumpulkan dari karayawan-karyawan Bank Islam di Medan 
berjumlah 217 responden. Selanjutnya data tersebut dianalisis menggunakan Smart 
Partial Least Square (PLS) 3.0 Structural Equation Model (SEM). Hasil penelitian 
menunjukkan bahwa etika kerja Islam memiliki dampak positif yang signifikan 
terhadap kepuasan kerja karyawan. Namun, etika kerja Islam tidak berdampak 
langsung pada komitmen organisasi, tetapi memiliki dampak tidak langsung 
terhadapnya. Selain itu, dari enam profil responden, hanya tingkat pendidikan 
karyawan adalah satu-satunya profil yang memiliki hubungan dengan kepuasan 
kerja. Sementara itu, tingkat pendidikan karyawan serta penghasilan bulanan mereka 
ditemukan berpengaruh terhadap komitmen organisasi. 
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A. Background of the Study 
In Islam, working is not merely a worldly matter but it also has more 
crucial and ultimate dimension in the life of hereafter. In the other words, working 
in Islam has horizontal as well as vertical dimensions. Islam conveyed that 
working has economic as well as moral and social dimensions. Therefore, in Islam 
working is viewed not as an end in itself, but as a means to foster personal growth 
and social relations.1 In accordance, Islam has stated its principles and rules of 
work ethics through Quran and Hadith, because working in Islam is obligated for 
its followers as a way to fulfill their existence needs in one side and to prove their 
genuine submission and worshipping Allah the Most Merciful in another. These 
are, in general, the factors which differentiate Islam and the Materialism, whereby 
Islam never dissociate between economic activities and ethic.2 Consequently, 
every Muslim hold responsible and, in the end, will be informed as well as 
questioned on whatever he/she has done. 
 
Hereby, one of main goals of  this study is to examine whether Islamic 
Work Ethic (IWE) has become an absolute undisputed guide obeyed by Muslims 
and how compliant do Muslims to IWE. It is because the nature of IWE is not 
equal to work ethic in other religions such as Christians and Judaism.3 For 
example, one of fundamental differences between the Protestant Work Ethic 
(PWE) and the IWE is that in Islam all deeds performed by Muslims will be 
justified through their intensions, which is in line with the hadith of Prophet 
Mohamed (ﷺ) ”actions are recorded according to intention, and man will be 
rewarded or punished accordingly.” Therefore, in Islam, unlike in other religions, 
                                                            
1
 Ali A,  and Al-Owaihan, A., 2008, “Islamic Work Ethic: A Critical Review”, Cross 
Cultural Management: An International Journal, Vol. 15, No. 1, pp. 5-19. 
2
 Yusuf Qardhawi, (1997), Norma dan Etika Ekonomi Islam, Jakarta, Gema Insani, pp. 
51. 
3
  Ali A,  and Al-Owaihan, A., 2008, “Islamic Work Ethic…, 
  
2 
being good at human eyes does not guarantee that it would be valued as good deed 
too by Allah the Know of all things. 
 
Allah SWT the Almighty has mentioned in the Holy Qur’an in sura At-
Taubah (9) verse 105: 
 
È≅è%uρ (#θ è=yϑ ôã$# “uz|¡ sù ª! $# ö/ ä3n=uΗxå …ã&è!θ ß™ u‘uρ tβθ ãΖÏΒ ÷σ ßϑø9 $#uρ ( šχρ–Š uäI y™ uρ 4’ n<Î) 
ÉΟ Î=≈ tã É= ø‹ tó ø9$# Íο y‰≈ pκ¤¶9 $#uρ / ä3 ã∞Îm7t⊥ã‹ sù $yϑÎ/ ÷Λ äΖä. tβθ è=yϑ÷è s? ∩⊇⊃∈∪     
 
105. “And say (O Muhammad ﷺ) "Do deeds! Allah will see your deeds, 
and (so will) His Messenger and the believers. And you will be brought back to 
the All-Knower of the unseen and the seen. Then He will inform you of what you 
used to do.” 
 
The command of working and doing deeds by seeking the bounties 
including the sustenance provided by Allah to His servants has  clearly been 
revealed by Allah in Qur’an sura Al-Jumu’ah (62) verse 10: 
 
#sŒ Î*sù ÏM uŠ ÅÒè% äο 4θn=¢Á9 $# (#ρ ã Ï± tFΡ$ sù ’Îû ÇÚ ö‘F{ $# (#θäó tGö/ $#uρ  ÏΒ È≅ôÒ sù «! $# (#ρ ã ä.øŒ $#uρ 
©! $# #Z ÏW x. ö/ ä3 ¯=yè ©9 tβθ ßsÎ=ø#è? ∩⊇⊃∪     
 
10. “Then when the (Jumu'ah) Salat (prayer) is finished, you may disperse 
through the land, and seek the Bounty of Allah (by working, etc.), and remember 
Allah much, that you may be successful.” 
 
Interestingly, Allah the Most Beneficent has made this universe easy for 
human beings to earn their sustenance as long as they keep moving and active in 
seek of the bounties of Allah as stated in Quran in respective sura: 
  
3 
t ¤‚y™ uρ / ä3s9 $¨Β ’Îû ÏN≡ uθ≈ yϑ¡ 9$# $tΒ uρ ’ Îû ÇÚ ö‘F{ $# $Yè‹ ÏΗsd çµ÷ΖÏiΒ 4 ¨β Î) ’ Îû š Ï9≡sŒ 
;M≈ tƒ Uψ 5Θ öθs)Ïj9 šχρ ã ©3x#tGtƒ ∩⊇⊂∪    
 
13. “He [God] has also made subservient to you all that is in the heavens 
and the earth; it is all as a favour and kindness from Him. Verily, in it are signs for 
people who think deeply.” (Al-Jathiyah, 45:13). 
 
Then Allah the Almighty also said: 
 
* $tΒ uρ  ÏΒ 7π −/ !#yŠ ’ Îû ÇÚ ö‘F{ $# āω Î) ’n? tã «! $# $yγ è%ø— Í‘ ÞΟn=÷è tƒuρ $yδ §s)tF ó¡ ãΒ 
$yγ tãyŠ öθtF ó¡ ãΒuρ 4 @≅ ä. ’Îû 5=≈ tGÅ2 & Î7•Β ∩∉∪     
 
6. “And no (moving) living creature is there on earth but its provision is 
due from Allah. And He knows its dwelling place and its deposit (in the uterous, 
grave, etc.). all is in a Clear Book (Al-Lauh Al-Mahfuz - the Book of Decrees with 
Allah).” (Huud, 11:6). 
 
In addition, the Prophet Mohamed (ﷺ) has declared on how admirable 
are the Muslims who work and eat foods from their own efforts, and explicitly he 
also has asked Allah to forgive those Muslims who strive and work hard. The 
hadiths are narrated as follow: 
 
 ،َناَْ	َ ِْ ِِَ ْَ ،ٍرْَ ْَ ،َِ ََََْأ ،َ	ُ ُْ ُِهاَِْإ !ََ"#َ
 	َ َل%َ &و (& )ا &* (ِ"&ا ِلَُر ْَ ـ (! )ا ,ر ـ ِماَ.ْ/ِْا ِَ
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 ٌ#ََأ 1ََآَأ َأ ْ	ِ اًْَ 45%َ 	ًَ6َ ـ َدُواَد (ِ"&ا "8ِَ "نِإَو ،9ِِ:َ 1ِ/ََ ْ	ِ 1َُآ;ْ:َ ْن
9ِِ:َ 1ِ/ََ ْ	ِ 1ُُآ;ْ:َ َنَآ ـ ُم<َ"ا (ِْ&ََ .  
Narrated Al-Miqdam: 
The Prophet (ﷺ) said, “Nobody has ever eaten a better meal than that 
which one has earned by working with one's own hands. The Prophet (ﷺ) of 
Allah, David used to eat from the earnings of his manual labor.”4 
 
In another hadith, Allah’s apostle said: 
 
 8ِَََْأ َل%َ ،>يِْه4@ا ِَ ،Aَُ:ُ ْَ ،(ِ"&ا ُْَ ََََْأ ،ُناَْَ !ََ"#َ
/ُْا ُْا &* "8ِ"!ا Bُْ/ِَ َل%َ ـ (! )ا ,ر ـ َةَ:ْَُه ََأ Dَ/ِَ ،Eِ"َ
 (& )ا&و ُل.ُ:َ': Bُْ@َ!َFَ ،ٌَْد Gَْ&ََ Eٍ&ِ%َ &ََ 8!ِHُ:َْأَر ٌIِَ ََأ !َْَ
َع@َ!َFَ ،KَFَLَ%ُ 8َِأ ُْا َهMَََأ "ُ ،(ُ"&ا َءOَ 	َ Gَ!ْ	ِ  ،ِْََُذ ْوَأ ًَُذ Gَِ
 ُْا َهMََ;َFَ ،ًْQَ BْَLَHَْا "ُ ،(ُRَْ,َ (ُَ ُRِSْ:َ (ُ"&اَو ،Tٌْ,َ (ِِ@ْَ 8Fَِو
 ُس"!ا َبَ,َ "H#َ ،َ/َُ َع@ْَ ُع@ِ!ْ:َ ِس"!ا َ	ِ W:ِ.َْَ َرَأ ْ&َFَ ،ِب"XYَْا
ٍXََِ.' 
Narrated Abu Huraira: 
I heard Allah's Messenger (ﷺ) saying, “While I was sleeping, I saw 
myself standing at a well, on it there was a bucket. I drew water from the well as 
                                                            
4
 Muḥammad Ibn Ismā‘il Abū ‘Abdullāh al-Bukhāri al-Ja‘fiy, Al-Jāmi‘ al-Musnad aṣ-
ṣaṣiṣ al-Mukhtaṣar min Umūr Rasūlullāh ṣallallāh ‘Alaih Wasallam wa Sunanih wa Ayyāmih 
(ṣaṣiṣ al-Bukhāri), ed. Muhammad Zuhair Ibn Nāḥir an-Nāḥir (Dār ḥūq an-Najāh, 1422 H), 




much as Allah wished. Then Ibn Abi Quhafa (i.e. Abu Bakr) took the bucket from 
me and brought out one or two buckets (of water) and there was weakness in his 
drawing the water. May Allah forgive his weakness for him. Then the bucket 
turned into a very big one and Ibn Al-Khattab took it over and I had never seen 
such a mighty person amongst the people as him in performing such hard work, 
till the people drank to their satisfaction and watered their camels that knelt down 
there.”5 
 
As stated earlier, the necessity of hard working is inevitable; however, 
workers’ work ethic (good manners at work) is not negotiable too. As an example, 
since the early 1990s, Flynn6 has reported that work ethic having higher priority 
than skill for the employers to recruit the employees. This study proved that 
employers are giving more and more attention on work ethic rather than skill in 
recruiting the employees. However, the research does not nullify the need of 
skillful employees, rather it emphasizes on the demand of ethical as well as 
skillful employees. 
 
In this regard, Islamic work ethic should become a guide for Muslims in 
behaving with a good conducts especially in their work places. Whereby Muslims 
realize that by persistently performing Islamic work ethic means the same as they 
have followed and obeyed the commandments of Allah and His apostle Mohamed 
(ﷺ). Subsequently, this faith would lead Muslims to become satisfied with their 
job, because Muslims believe that doing a good and favorable work performance 
is also a form of submitting themselves Allah’s will and worshipping Him.  
 
Although it’s not quite similar, satisfaction in everything in Muslims’ life, 
including satisfaction on their job, is usually called as “qana’ah”. Qana’ah in 
Islam is not merely a matter of possessing ample and plentiful of wealth, qana’ah 
is a matter of Muslims’ grateful sense for whatever they are bestowed. It is about 
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a person’s feeling of gratefulness and satisfaction after doing his/her best efforts, 
including prayers, regardless of the outcomes. Due to its praiseworthy character in 
Islam, being qana’ah therefore consequently will be awarded with huge rewards. 
In his decree, the Prophet Mohamed (ﷺ) said how wonderful are Muslims’ life 
with this qana’ah attribute: 
 
 ََََْأ ،ُئِ.ْ/ُْا َ:@ِ:َ ُْ (ِ"&ا ُْَ !ََ"#َ ،4يِرو4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ُ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ْا !ََ"#َ
 َْ وَ/ْَ ،8^&ِَ ََأ "نَأ ،48ِ_َْYَْا ٍ` ِَه َُأ 8ِَََْأ ،aٍ:ْَOُ ُْ ُةَْ#َ
bَFَ ْَ 9ُَََْأ "8ِ!ْcَْا dٍِ	َ )ا &* (ِ"&ا َلَُر Dَ/ِَ (ُ"َأ ،ٍْَُ ِْ Kََ
 ُل.ُ:َ &و (&"  Dَ!ِ%ََو FًRََآ (ُeُْَ َنَآَو ِم<َْfِا َِإ َيُِه ْ/َِ َ6ُ ."  
  ٍ` ِَه ُْ ُْ/َ#ُ (ُ/ُْا ٍ` ِَه َُأَو َل%َ.  ٌَ#َ gٌ:ِ#َ اMََه َِ َُأ َل%َ 
 aٌLِ*َ.  
Fadalah bin 'Ubaid narrated that he heard the Messenger of Allah (ﷺ) 
saying: 
“Glad tidings to whoever is guided to Islam, his livelihood was sufficient 
and he was satisfied.”7 
 
In the same way, the Prophet Mohamed (ﷺ) used to seek refuge with 
Allah the Almighty from a greedy personality which is the opposite of qana’ah. 
Allah’s apostle Mohamed (ﷺ) used to ask Allah in his prayers: 
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ِء4َEَُه ْ5ِ 6َ,ِ ُذ(َُأ 8ِإ  :ِ,َْرHَا"  .  
It was narrated from Anas that: 
The Prophet (ﷺ) used to say these supplications: “Allahumma inni 
a'udhu bika min 'ilmin la yanfa'u, wa qalbin la yakhsha'u, wa du'a'in la yusma'u, 
wa nafsin la tashba'u. (O Allah, I seek refuge with You from knowledge that is of 
no benefit, a heart that is not humble, a supplication that is not heard and a soul 
that is not satisfied.)” Then he would say: ‘Allahumma inni a'udhu bika min 
ha'ula'il-arba' (O Allah, I seek refuge with You from these four)’.8 
 
Afterwards, Islamic work ethic, in fact, does not only affect the 
employees’ job satisfaction, it also motivates them to be committed to the 
organizations. With regards to Islamic work ethic (IWE), job satisfaction and 
organizational commitment in a study held by Norshidah et al., it was found that 
Islamic work ethic has a positive and significant impact to make the employees 
satisfied and committed.9 
 
To this end, Islam is extremely concerned, and urged Muslims to be 
committed and highly determined in good works and deeds. Because only such a 
strong commitment that able to transform ideas and dreams into reality and a 
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person reserves the right only for what he/she attempts to. Allah the All-Wise 
explicitly mentioned in Quran: 
 
β r&uρ }§øŠ ©9 Ç≈|¡ΣM∼ Ï9 āω Î) $ tΒ 4 tëy™ ∩⊂∪     
39. ‘‘Human being can have nothing but what they strive for’’ (An-Najm, 
53:39). 
 
Besides, the Prophet Mohamed (ﷺ) was the most committed person in 
performing his duties and deeds as it is clearly described in the following hadith: 
 
 (َُه ،#ُ=َُ ِََ َلَ ،Bٍْهَو ُ,ْا ِَ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َ-َْز نَأ ٍ=Iَ5ُ ُ,ْا
JْLَ ،MِNْ,َ2ُ<ُ#ْَْJَOَ ـ #َ=َُ ِNْ-َ ـ 2ِِ .   ِل(0َُر َNْ,َ QRَ ا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 ْ5ِ %+َ"َْا %"َ َد(َUَْأَو Uََأ َنَآ Mَِُ َ!ِ ْ5ِ /0و 2! $ا %& 2ِا
ِبWAَْا ِ,ْ #َ=َُ .  
 
Narrated Aslam: 
Ibn `Umar asked me about some matters concerning `Umar. He said, 
“Since Allah's Messenger (ﷺ) died. I have never seen anybody more serious, 
hard working and generous than `Umar bin Al-Khattab (till the end of his life.”10  
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It is obvious that in the hadith above, the word ‘serious’ refers to 
something done with high level of commitment and determination. And in fact, 
the Prophet Mohamed (ﷺ) instructed seriousness not only in terms of doing 
deeds but also in terms of saying our prayers to The Almighty Allah. It is 
apparently stressed in the hadith below: 
 
 ْَ ،ِجَْiَا ِَ ،ِدَ>@ا 8َِأ ْَ ،dٍ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ِ
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Narrated Abu Huraira: 
Allah's Messenger (ﷺ) said, “None of you should say: 'O Allah, forgive 
me if You wish; O Allah, be merciful to me if You wish,' but he should always 
appeal to Allah with determination, for nobody can force Allah to do something 
against His Will.”11 
 
The study on the affective reactions of employees to organizations has 
become the most prevalent researched areas, in particular, Islamic work ethic, job 
satisfaction and organizational commitment and have been the focus of much of 
such research (Norshidah, M., et. al.,12 Yousef, D.,13 and Paul, E.L. & Jane, 
R.W.14).  
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Moreover, such satisfaction and commitment have been linked to 
organizational outcomes such as turnover, absenteeism, performance and 
grievances as well as antecedents and correlates like demographics, role states, job 
characteristics, employee-leader relations, and organizational characteristics 
(Hackett & Guion15; Judge & Wattanabe16; Petty,  McGee, & Cavender17; Scott & 
Taylor18). From the above statement, we clearly see the importance of such 
dynamic study for the organizations to operate smoothly i.e. by taking the 
employees' job satisfaction into consideration as it will influence their 
commitment to the organizations.  
 
Let’s take an example of the most common problem faced by organization 
such as turnover. Turnover represents a major problem especially in terms of 
recruitment costs and organizational continuity. Arnold and Feldman,19 
Bluedorn,20 Hollenbeck and Williams21 found that job satisfaction and 
organizational commitment, have invariably been reported to be negatively related 
to turnover and intent to leave and positively correlated to one another.22 In other 
words, job satisfaction and organizational commitment are negatively related to 
turnover and intent to stay, while they are positively related to each other. 
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Unfortunately, the problem arises since the above relationships becoming 
inconsistent and slightly ruined by the findings of some organizations. For 
instance, PricewaterhouseCoopers (PwC) Indonesia23 made a survey since January 
to February 2014 on banking industries in Indonesia and found 15% employees 
turnover occurred in this sector. This significant level of employees’ turnover was 
the result of inadequate human resource supply while the demand is high. 
In the survey, PwC Indonesia also found that the employees were 
frequently switching from one bank to another. As much as 54% of the 
respondents switched over for the sake of higher income, meanwhile 37% of the 
respondents moved to get a career development. The need of a new challenge and 
dissatisfaction on leadership styles had been responded as much as 4% 
respectively. 
 
To make it clearer and easier to understand, the following table displays 
the hierarchy of the factors which trigger the intention of employees’ turnover 
based on PwC’s findings. 
 
Table 1: Factors which Trigger Employees’ Intention of Turnover 
 
No. Triggering Factors Percentage 
1. Seeking for higher income 54% 
2. Career development 37% 
3. New work challenge 4% 
4. Dissatisfaction on leadership styles  4% 
 
Source:  PwC Indonesia’s survey findings on banking industries in 
Indonesia (2014). 
 
PwC Indonesia claimed that the survey represented 80% banking 
industries assets in Indonesia. The respondents were top level management of 30 
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big banks in Indonesia. Therefore, the results of the survey could be taken as 
representative situations of Indonesian banking sectors. 
 
In case of Islamic banks, the evidence of employees’ turnover is quite 
similar. For example, employees’ turnover at BRIS (Bank Rakyat Indonesia 
Syariah) Bandung Suniaraja branch in 2010-2011 increased from 12 employees in 
2010 to 15 employees in 201124 as shown on the table 2 below: 
 
Table 2 : Employees Turnover in Bank Rakyat Indonesia Syariah (BRIS) 
Bandung Suniaraja 2010-2011 
 
Year Total Employees Turnover 
2010 12 employees 
2011 15 employees 
 Source: HRD Division of BRIS (Bank Rakyat Indonesia Syariah) Bandung 
Suniaraja branch. 
 
 The data shows that there is an increasing trend of employees’ turnover at 
BRIS Bandung Suniaraja branch from 12 employees 15 employees in 2010 and 
2011 respectively. Meanwhile, the total employees of BRIS Bandung Suniaraja 
branch at that time were 62 employees in 2010 and 60 employees in 2011. Thus, 
the employees’ turnover can be categorized as high which is about 25% of the 
total BRIS Bandung Suniaraja branch employees. 
 
 In addition, antecedent conditions of employees turnover such as being 
late to work, in fact had been reflected in the forth coming table. The incremental 
level of employees’ lateness in BRIS Bandung Suniaraja branch can be seen as 
manifested in the following table25: 
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Table 3: Percentage of Employees’ Tardiness in BRIS (Bank Rakyat 
Indonesia Syariah) Bandung Suniaraja branch 2010-2011 
 
Month 
Percentage (%)  
Trend  2010 2011 
January 10 7 Decrease  
February 5 5 Stable  
March 7 2 Decrease 
April 5 4 Decrease 
May 9 3 Decrease 
June 9 3 Decrease 
July 7 2 Decrease 
August 5 10 Increase 
September 2 5 Increase 
October 4 7 Increase 
November 3 5 Increase 
December 2 9 Increase 
 Source: HRD Division of BRIS (Bank Rakyat Indonesia Syariah) Bandung 
Suniaraja branch. 
 
Bank Syariah Mandiri (BSM) in fact, had also fired and reported the fraud 
and embezzlement of fund by its two employees to State Police Metro Jaya 
November 2014, which caused financial loss for about Rp. 75 billions.26 
Ironically, those two employees got strategic positions at BSM, respectively 
Marketing Manager and Trade Specialist Officer.  
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Meanwhile, in Bogor, BSM also fired three 3 employees from November 
2012 until October 2013 for credit funds manipulation. The case had been 
submitted to Indonesian Police authority in Jakarta on 12 September 2013.27 In 
fact, among those fired employees two of them were heads of BSM branch offices 
and one accounting officer of BSM. This implies that higher job position does not 
guarantee ethical commitment and compliance by the employees. 
 
Therefore, the need to study the impact of Islamic work ethic (IWE) on job 
satisfaction and organizational commitment is inevitable. Anyway, to understand 
how organizations work and be able to predict and manage employees behavior in 
organizations, especially the Islamic ones, seems to require a thorough 
understanding of these three work-related attitudes.  
 
This study, however, is aimed at examining the impact of Islamic work 
ethic (IWE) on job satisfaction in one side, and its implication towards the 
organizational commitment of the Islamic bank’ employees in Medan in the other 
side (partial as well as impartial impact/effect). In the other hand, this study also 
attempts to investigate the associations between Islamic bank’ employees’ 
demographic characteristics such as gender (sex), age, marital status, monthly 
income, level of education, and years of work experience, and the above 
mentioned variables. Whereby, such study could provide a clear outlook on real 
situation of Islamic banks in Medan and ultimately becomes one of the key 
successes of current organizational performance. 
 
B. Problem Statement 
This study would like to investigate the impact of Islamic work ethic on 
job satisfaction and towards employees’ organizational commitment. Thus, the 
main emphasis of the study is to show the relationship of Islamic work ethic on 
job satisfaction and it’s implication towards employees' organizational 
commitment. This study also tries to analyze the direct impact of Islamic work 
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ethic on employees’ organizational commitment in one side and Islamic work 
ethic impact on employees’ organizational commitment with job satisfaction as 
the intervening variable in the other side. In turn, we would like to identify how 
far do the profiles of respondents such as marital status, gender, age, and length of 
working experience correlate to those three research variables. 
C. Research Questions 
The study is conducted based on five main questions: 
1. Whether there is an impact of Islamic work ethic on Islamic Banks 
employees’ job satisfaction? 
2. Whether there is a direct impact of Islamic work ethic on Islamic Banks 
employees’ organizational commitment? 
3. Whether there is an indirect impact of Islamic work ethic on Islamic Banks 
employees’ organizational commitment, when job satisfaction set as an 
intervening factor? 
4. Whether there is an impact of Islamic Banks employees’ job satisfaction on 
their organizational commitment?  
5. Whether there are associations between profiles of Islamic Banks employees 
with Islamic work ethic, job satisfaction, and organizational commitment? 
 
D. Scope of the Study 
The impact of Islamic work ethics on job satisfaction and employees' 
organizational commitment has become the main focus of this study, and the 
respondents are those people who are attached in various Islamic banks in Medan, 
be them the government or private banks such as Bank Sumut Syariah, Bank 
Syariah Mandiri (BSM), Bank Negara Indonesia (BNI) Syariah, Bank Rakyat 
Indonesia Syariah (BRIS), Bank Muamalat, OCBC NISP Syariah, BUKOPIN 
Syariah, Bank Permata Syariah, CIMB Niaga Syariah, and Bank Aceh Syariah, etc. 
Thus, people who are engaged with this kind of organizations might be taken as 





E. Significance of the Study 
Despite its importance, little research has been devoted to an in-depth 
study of the Islamic work ethic and its impacts on job-related outcomes such as 
organizational commitment, job satisfaction, job performance, and the like 
(Yousef,28& Morrison29). Thus, due to the dynamic and inconsistency of the 
subject matter of this study, the research on this particular area is needed. 
 
As with a number of other studies, this study attempts to address the above 
question and may reduce the existing ambiguity on the relationship between 
Islamic work ethic on job satisfaction and its implication towards organizational 
commitment. It is hoped that the findings of this study can reveal that Islamic 
work ethic has its own impact on employee's job satisfaction and their 
organizational commitment. At least, an obvious relationship between the three 
items, which is moderated by some demographic factors like gender (sex), age, 
marital status, monthly income, education level and years of working experiences, 
can be seen clearly after the completion of the study. 
 
Nevertheless, it is imperative to mention several novelties found in this 
study: 
1. This study tries to investigate the impact of IWE on Islamic banks 
employees’ job satisfaction (as intervening variable) and its implication 
towards their commitment to their organizations. 
2. The above relationships have never been studied earlier especially in Islamic 
banking sector. 
3. Moreover, the research on the above relationships in Medan, can be 
categorized as a new research has ever been done so far. 
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F. Objectives of the Study 
Several objectives of the study might be stated as follows: 
1. To find out whether Islamic work ethic has an impact on Islamic Banks 
employees’ job satisfaction. 
2. To find out whether Islamic work ethic has a direct impact on Islamic Banks 
employees’ organizational commitment. 
3. To find out whether Islamic work ethic has an indirect impact on Islamic 
Banks employees’ organizational commitment, when job satisfaction set as an 
intervening factor. 
4. To find out whether Islamic Banks employees’ job satisfaction has an impact 
on their organizational commitment. 
5. To find out whether profiles of Islamic Banks employees have associations 





















A. Business and Ethic in History 
 History has shown that business activity always correlates with ethical 
issues. The discussion about business and ethic can’t be separated from each 
other. Therefore, in terms of business activities, both are having the same age 
which means at the time business existed and so did the ethic. Consequently, in 
doing business there are several the does and the don’ts that should be obeyed by 
either the businessman as an individual or the organization as an institution. 
 
Anyway, it is quite astonishing actually, where the fact shows that 
academically the field of business ethics as a science is widely discussed just 
about the last five decades, or approximately since 1970s30. Meanwhile business 
and ethic did exist so long time ago, the same time with the existence of human 
beings in this world. In this case, Richard De George proposed to differ between 
‘ethics in business’ and ‘business ethics’31. Ethics in business means ethics has 
been related to business as it is related to other aspects of human life such as 
politics, education, family, etc. That means ethics is still seen as global or general. 
It can be connected to every aspects of human life. However, when it is called as 
business ethics, it becomes more specific with new and special identity. It can be 
understood that the word business ethics is specifically indicating a new field of 
science. Therefore, the discussion of ethics in business is having a very long 
history while the discussion of business ethics is vise-versa. 
 
Utilizing De George’s view, the shift of ethics in business to business 
ethics can be divided into five different periods32: 
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1. Earlier Situation 
It’s been centuries that ethics talked - on a scientific level - on economic and 
business issues as one of many other topics related to ethical issues. At the 
beginning of the history of philosophy, Plato, Aristotle, and other Greek 
philosophers investigated on how to organize human life together in a state 
and in that context they also discussed how economic and commercial activity 
should be governed. In medieval philosophy and theology this discussion 
continues, both in Christian as well as in Islam, including moral topics on 
economics and commerce which are of the great attention of philosophy (and 
theology) in modern times. 
 
By focusing to the situation in the United States during the first half of the 
20th century, De George described how moral issues regarding economy and 
business in colleges were mainly highlighted in theology. At that time, 
religious discourse was given in many universities in which students studied 
the problems on moral issues surrounding the economy and business. The 
discussion is of course different, as far as this course is given in Catholic or 
Protestant. In Catholic, generally this course tends to concentrate on the 
"social teaching of the church". What he meant was a systematic description 
of the teachings of the popes in social encyclicals, beginning with the 
encyclical Rerum Novarum (1891) of Pope Leo XIII. In this case, there were 
many topics of discussion pertaining to morality in socio-economic life such 
as the right of workers to good working conditions and appropriate 
remuneration; the importance of moral values contradicts a materialistic and 
consumerist atmosphere; social justice and efforts to improve the lives of the 
poor people; the responsibility of rich countries to poor countries, and so on. 
In the other side in the Protestant, the book of German theologian Reinhold 
Niebuhr ‘Moral Man and Immoral Society’ (New York, 1932) had given a 
major influence on ethical teaching on the socio-economic and business topics 




Thus, in the United States during the first half of the 20th century ethics-in-
business is primarily practiced in the context of religion and theology. And 
this approach still continues to this day, in the United States as well as 
elsewhere. The popes issued new social encyclicals up to Caritas in Veritate 
(2009) from Pope Benedict XVI. A particular good example for the United 
States is the pastoral document issued by US bishops entitled Economic 
Justice for All. Catholic Social Teaching and the U.S. Economy (1986). 
2. Transition period: 1960s 
In the 1960s there was a new development that could be seen as a direct 
preparation for the emergence of business ethics in the next decade. This 
1960s decade in the United States (and the western world in general) was 
characterized by an uprising against power and authority, student revolutions 
(begun in the French Capital on May 1968), and the denial of establishment. 
This uneasy atmosphere is reinforced by the frustration felt especially by 
young people with United States involvement in the Vietnam War. This 
dissatisfaction resulted in the largest demonstrations ever witnessed in the 
United States. Young people rejected, in particular, the collusion that occurred 
between the military and industry. The industry is primarily considered to 
serve the interests of the military. Simultaneously, for the first time, awareness 
of ecological problems and especially the industry was seen as the cause of 
environmental problems through air, water and land pollution and toxic waste 
and nuclear waste. At the same time there is also an anti-consumerist 
behavior. The atmosphere of consumerism was increasingly seen as an 
unhealthy tendency in society and was caused by modern business, among 
others, through advertising campaigns which were often exaggerated. All of 
these factors resulted in an anti-business attitude to young people, especially 
students. 
 
In this way, colleges (scholars) responded to this situation differently. One of 
the most important reactions was a significant attention had been given to 
social issues in many management lectures. Some business schools had begun 
to include new courses in their curriculum commonly called Business and 
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Society. This lecture was given by management lecturers by publishing text 
books and other publications to support this new course. One of the topics that 
became popular in that context was Corporate Social Responsibility. The 
approach was based on management, which was combined with law and 
sociology as well, but philosophical ethical theories had not been used at the 
time. 
3. The birth of business ethics in U.S.: 1970s 
Business ethics as an intellectual and academic field with its own identity 
began to exist in the United States since the 1970s. If ethics, in the past, talked 
on moral aspects in business besides many other morality matters (ethics-in-
relation-to-business), it now began to develop business ethics in its true 
meaning. There were mainly two factors that contributed greatly to the 
emergence of business ethics in the United States in the mid-1970s: a number 
of philosophers began to engage in thinking about ethical issues in business, 
and business ethics which was regarded as an appropriate response to the 
current moral crisis in business in the United States. 
 
In the previous time, only theologians and clerics at the scientific (theological) 
stage discussed the moral issues of business, in the 1970s philosophers entered 
into this area of research and soon became the most dominant group. 
Basically, several years earlier, other philosophers had discovered biomedical 
ethics (also called bioethics) as a new scientific field.  Therefore, some 
philosophers were actually involving themselves into business ethics research 
driven by the above success, while others willingly encouraging themselves to 
develop business ethics as another branch of applied ethics. In fact, for the 
philosophers this step was a radical change, because the common atmosphere 
of philosophical research at the time was far from practical problems. Hence, 
in developing business ethics, philosophers used to work with other experts, 
especially economists and management. In this way, they kept tight the 
tradition of developing applied ethics as multidisciplinary. Norman E. Bowie 
referred to such partnership as the date of birth of business ethics, the first 
business ethics conference held at the University of Kansas by the Philosophy 
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Department (Richard De George) with the College of Business (Joseph 
Pichler) in November 1974. His paper was then published in book form: 
Ethics, Free Enterprise, and Public Policy: Essays on Moral Issues in 
Business in 1978.33 
 
The second factor that triggered the emergence of business ethics as a serious 
field of study is the moral crisis experienced by the American business world 
in the early 1970s. The moral crisis in the business world was reinforced by 
the more general moral crisis that suffered all American society at that time. 
Also in 1970s there were still large demonstrations against US involvement in 
the Vietnam War. Due to this war, many people began to doubt the credibility 
of the federal government in Washington and the politicians in general. This 
moral crisis became even greater by revealing the "Watergate Affair" which 
eventually forced President Richard Nixon to resign (first in American 
history).34 
 
As the result of general moral crisis, the American business world was hit by a 
special moral crisis. In the early 1970s there were several scandals in 
American business, where businesspeople attempted to bribe politicians or 
make illegal donations to political campaigns. The biggest publicity among 
the business scandals is the "Lockheed Affair", a corruption case involving the 
leading American aircraft company. Such cases of corruptions and 
commissions made morality in business becoming increasingly questionable. 
People began to realize that there were unhealthy conditions in the U.S. 
business and that the moral crisis must be overcome soon. 
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As part of the reaction to these unethical scandals, in the early 1970s, 
American education extremely felt the need for ethical reflection enforcement 
in business. One of the efforts was to make business ethics as a special course 
taught in the colleges to educate managers and economists. This decision 
turned out to have widespread impact. If business ethics becomes a separate 
course, there should be lecturers, handbooks and other instructional materials, 
business ethics education lectures should be organized, scientific 
communication between business ethics scholars should be guaranteed by 
launching professional organizations and scientific journals, and so on. For 
example Norman E. Bowie, executive secretary of the American Philosophical 
Association, submitted a proposal to the National Endowment for the 
Humanities (from the US Ministry of Education) to develop guidelines for 
teaching business ethics courses. The group consisting of several 
philosophers, business school lecturers, and business practitioners was named 
Committee for Education in Business Ethics and required three years to 
complete its report by the end of 1980.35 Thus the choice of business ethics as 
a course in the business school curriculum contributed significantly to its 
development toward a scientific field that has its own identity. 
4. Business ethics extended to Europe: 1980s 
In Western Europe, business ethics as a new science began to develop about 
10 years later. Started from Great Britain which was the closest country to the 
United States geographically as well as culturally, and not quite long later in 
other Western European countries. More and more economics faculty and 
business schools in Europe offered business ethics courses in their curriculum 
as an optional courses as well as compulsory. In 1983, the first professor in 
business ethics was inaugurated from a university in Europe namely the 
University of Nijenrode, Netherlands. Ten years later there were twelve 
professors of business ethics in European universities. This rapid progress was 
quite surprising, because it occurred during university budgets were tightened 
everywhere due to financial difficulties. For that reason in some places the 
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discourse in business ethics was sponsored by business sector, such as in 
Business Schools of Leeds, Manchester, and London in England. 
In 1987, the European Business Ethics Network (EBEN) was established to 
become a meeting forum among academicians from various universities as 
well as business schools, entrepreneurs and representatives of national and 
international organizations (such as trade unions). The first EBEN conference 
took place in Brussels (1987), the second conference in Barcelona (1989) and 
thereafter there were conferences each year: Milano (1990), London (1991) 
Paris (1992), Sandvika, Norway (1993), St. Gallen, Switzerland (1994), 
Breukelen, Netherlands (1995), Frankfurt (1996) and so on. Parts of materials 
of the conferences had been published. 
5. Business ethics became a global phenomenon: 1990s 
In the 1990s, it became clear that business ethics was not limited to Western 
world. As Richard De George said: business ethics is national, international 
and global like the business itself. Today business ethics is learned, taught, 
and developed around the world. We can see the presence of business ethics in 
Latin America, Asia, Eastern Europe, and in other regions of the world. Since 
economic liberation started in Eastern Europe, especially after the collapse of 
communism as a political and economic system in the late 1980s, Russia and 
other ex-communist countries felt a great need for ethical guidance, as it was 
realized that the transition to a free-market economy could not succeed unless 
accompanied by business ethics.36 It’s not surprising that business ethics also 
got special attention in the country with the strongest economy outside the 
Western countries, i.e. Japan. The most active institution in Japan, at the time 
that concerns on business ethics, is the Institute of Moralogy located at 
Reitaku University in Kashiwa-Shi, a suburb of metropolitan Tokyo. The 
institute is partly sponsored by the Japanese Government, it tried to establish a 
strong relationship between ethics and business practices. In 1989 and 1991 
they organized a conference on ethics in the global economy, which was 
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attended by academics from across Asia.37 In India, business ethics was 
primarily practiced by the Management Center for Human Values established 
by the board of directors of the Indian Institute for Management in Calcutta in 
1992. This Management Center for Human Values which was led by Prof. 
S.K. Chakraborty issued a magazine about business ethics since 1995, entitled 
Journal of Human Values.38 Also in Hong Kong over the past few years 
business ethics has gained special attention, which is certainly inseparable 
from the change of power status that took place there in 1997. As in many 
other places, the experience on corruption cases triggered the need for ethical 
reflection on business practice. In this case the role of Independent 
Commission Against Corruption (established 1974). The University of Hong 
Kong has the Center for Business Values (1994). A moment earlier Hong 
Kong Baptist College established the Center for Applied Ethics.39 
 
Another evidence for the global nature of business ethics is the establishment 
of the International Society for Business, Economics, and Ethics (ISBEE). 
ISBEE held its inaugural meeting with The First World Congress of Business, 
Economics, and Ethics in Tokyo on July 25-28, 1996. There were 12 reports 
on business ethics situation in various regions of the world.40 The second 
congress took place in Sao Paolo, Brazil in 2000, and thereafter a congress is 
held every four years from a city to another. 
 
B. Islamic Work Ethic (IWE) 
 Islamic work ethic (IWE) is a set of explicit as well as implicit rules 
derived from its origin in Quran and the sayings of the Prophet Mohamed (ﷺ) 
whereby Muslim believers should comply and practice during work. Furthermore, 
in Muslim societies the sayings of Prophet Mohamed (ﷺ) and Quranic text are 
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an integral part of socio-political discourse. Therefore, the use of these sources 
becomes imperative in any discussion of IWE.41 IWE is an orientation that shapes 
and influences the involvement and participation of believers in the workplace.42 
It also stresses social aspects in the workplace and duties toward society. 
Furthermore, the IWE emphasizes justice and generosity in the workplace, and it 
views engagement in economic activities as an obligation.43 It stands not for life 
denial, but for life fulfillment and holds business motives in the highest regard.44 
For the believers, obeying the Islamic rules in every angel of their lives indicates 
their full submission to Allah and His Messengers. Therefore, Nasr45 argued that 
the Islamic work ethic deserves a serious inquiry because it is the ideal which 
Muslims seek to realize. 
 
However, before further discussion, one interesting thing to be noted 
regarding the word ethic, which in Arabic is called as ‘akhlaq’. In fact, the word 
akhlaq in Arabic is the plural form of khulq, which is etymologically, means 
ethics, morals, manners or decency. While the basic source of the words akhlaq 
and khulq is the word khalaqa which means ‘creates’. 
 
Furthermore, the word khalaqa could also transform into the word Khaliq 
which means ‘The Creator’, makhluq which means ‘the creature’, and khalq 
which means ‘the creation’. In this way, the similarity of the above words source 
implies that the word akhlaq (ethic) consists of the existence of the interrelated 
will of Khaliq (God) and the way Mahkluq (the creature) behave, which organizes 
not only the relationships between God and His creature, but also the relationships 
between the creature to other creature including the whole universe.46 The more 
popular term in Islam known as hablun min Allah and hablun min an-naas. 
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The Prophet Mohamed (ﷺ), both deliberately and extensively, addressed 
issues related to work and business set out the above instructions. His directives 
were numerous and innovatively challenged the existing practices. Ali47 
categorized the work related sayings of Prophet Mohamed (ﷺ). These are 
grouped as follows: 
1. Pursuing legitimate business.  
Prophet Mohamed (ﷺ) explicitly instructed followers that useful work is 
that which benefits others and society. Subsequently, those who work hard are 
acknowledged and are rewarded. He stated “Worshiping has seventy avenues; 
the best of them is the involvement in an honestly earned living”. That is, 
work is the best form of worshiping. He elevated people and their work to the 
highest rank if their deeds benefited people: “The best work is the one that 
results in benefit” and “The best of people are those who benefit others”. 
2. Wealth must be earned.  
In Islamic faith, it is acknowledged that people have different capacities. It is 
these capacities and existing opportunities that enable them to acquire wealth. 
Pursuing economic activities, however, must be based on moral and legitimate 
foundations. The Quran states (An-Nisa’, 4:29-32): “Oh ye believers! Devour 
not each other’s property among yourselves unlawfully save that by trading by 
mutual consent; and kill not your (own) selves; Verily, God is Merciful unto 
you. And whoever shall do this in aggression and injustice, soon shall We cast 
him into the (Hell) fire; for this is (very) easy for God. If ye avoid the great 
sins which ye are forbidden, We will expiate from your (smaller) misdeeds, 
and We will admit you (to Paradise) an honorable (place of) entry (it is 
indeed). And covet not that by which God hath raised some of you above 
others; for men shall have of what they earn; and for women shall have of 
what they earn; and ask God of His Grace; Verily, God is in the Know of all 
things”. 
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3. Quality of work.  
The pre-Islam Arabs lacked discipline and their commitment mostly revolved 
around a primary group. Mohamed understood this fact as a statesman and 
reformer and he attempted to transform the Arab communities into a 
functional society. His emphasis on discipline and commitment intended not 
only to highlight the essence of work, but also to draw a link between faith 
and work and to eventually steer the Muslim community towards becoming an 
economically and politically viable entity. In this context, he reiterated, “God 
blesses a person who perfects his craft (does the job right)” and “God loves a 
person who learns precisely how to perform his work and does it right”. 
4. Wages.  
Prophet Mohamed instructed Muslims to be fair and just and prompt in 
compensating workers. He declared, “One must give a worker his wage before 
his sweat dries (should be given on time)” and “your wage should be based on 
your effort and spending”. That is, payment for wages should be timely, fair 
and adequate. In fact, the Prophet considered denying a worker his/her full 
wage to be an immoral act. He was quoted saying that he would personally 
plead against, “He who received work from a laborer and did not pay him in 
full”. 
5. Reliance on self.  
One of the most important functions of work is that it sustains confidence and 
self-reliance. Mohamed stated, “No one eats better food than that which he 
eats out of the work of his hand” and “No earnings are better than that of one’s 
own effort”. 
6. Monopoly.  
In Islam, monopoly is considered a great fault that produces suffering, unlawful 
profit and ensures inequality. Prophet Mohamed, therefore, forbade it stating, 
“The supplier is blessed and the monopolist is cursed” and “whoever withholds 




7. Bribery.  
Like monopoly and cheating, bribery is strongly condemned in Islam. 
Mohamed declared, “God cursed the one who gives and the one who receives 
bribery”. 
8. Deeds and intentions.  
These constitute significant pillars in the Islamic work ethic. They clearly 
differentiate the Islamic work ethic from the work ethics of other faiths. One 
of the fundamental assumptions in Islam is that intention rather than result is 
the criterion upon which work is evaluated in terms of benefit to community. 
Any activity that is perceived to do harm, even though it results in significant 
wealth to those who undertake it, is considered unlawful. Prophet Mohamed 
stated, “God does not look at your matters (shapes or forms) and wealth, rather 
God examines your intentions and actions”. 
9. Transparency.  
Business and work in general have to rest on ethical and moral foundations. 
The precondition for propagating and realizing this goal is transparency. It 
was reported that Prophet Mohamed once inspected a bin for dates and found 
that those that were not good were hidden underneath the fresh dates. The 
prophet ordered the merchant to differentiate between the quality of the dates 
saying, “He who cheated us is not one of us” and if buyers and sellers 
“conceal and tell lies, the blessing of their transaction shall be obliterated”. 
His saying “Those who declare things frankly, will not lead to each other 
destruction” underlies the significant of transparency in any business 
transaction, and the necessity for enhancing trust and reducing problems in the 
marketplace. 
10. Greed.  
In Islam, greed is considered a threat to social and economic justice. The 
Prophet Mohamed in his struggle against the elite of Mecca consistently and 
tirelessly criticized their greediness. He stated, “Be aware of greediness; it is 
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the living poverty” and “Two qualities are not found in a believer: greediness 
and immorality”. 
11. Generosity.  
Generosity is a virtue in Islam. The Prophet Mohamed stated that “There is 
nothing worse than avariciousness”. He declared, “The generous person is 
closest to God, heaven, people and far from hell” and “He who removes a 
distress, God blesses in this world and the hereafter”. 
 
However, the next discussion would describe about specific Islamic ethical 
guidelines during work, whereby every single Muslims should follow and obey. 
Basically, Muslims should realize that Allah SWA is watching them every single 
second of their lives. Therefore, failure to comply any of them means breaking 
some Islamic rules, which in turn causing someone in conducting sins. Those 
guidelines48 to Islamic work ethic practices are as follow: 
1. “Be truthful.  
In Islam truthfulness means practising what you preach. The Qur’an says: And 
he who brings the truth and he who confirms (and supports) it – such are the 
men who do right. And Allah will say: this is a day on which the truthful will 
profit from their truth. Theirs the gardens, with rivers flowing beneath their 
eternal home. Allah will urge believers to say the truth always. Lying is cursed 
in Islam (Al-Maaidah, 5:119 and Az-Zumar, 39:33). 
2. Be honest. 
Honesty is a quality which a Muslim business person should develop and 
practice in himself (Al-Maaidah, 5:119). 
3. Love Allah more than your trade. 
A Muslim has to love Allah even if he/she has to sacrifice everything. The 
Holy Qur’an stresses that a Muslim should obey Allah first and then superiors 
(At-Taubah, 9:24). 
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4. Be consultative. 
Consultation is one of the characteristics of a Muslim manager. Allah stresses 
the importance of consultation in the Qur’an (Ash-Shura, 42:38). 
5. Keep the word. 
Prophet Mohammad (peace be upon him) said: If you guarantee me six things 
on your part, I shall guarantee you paradise: Speak the truth when you talk, 
keep a promise when you make, when you are trusted with something fulfill 
your trust, avoid sexual immorality, lower your eyes and restrain your hand 
from injustice (Hadith). 
6. Be patient. 
Islamic business people should not get angry and should not be irritated (Al-
Furqan, 25:63 and Ali-Imran, 3:134). 
7. Be fair and just. 
A Muslim business person has to be fair and just in all his dealings. He has to 
be fair with his employees; he has to give fair wages and has to be fair and 
kind with animals when slaughtering them (Al-Baqarah, 2:278-279). 
8. Be humble.  
Being humble is the opposite of being arrogant. Being humble is a great 
characteristic of Muslims. Business people should be humble and down to 
earth (Ash-Shu’araa, 26:215). 
9. Be complacent. 
Being complacent is another characteristic of a Muslim. Muslim business 
people should be satisfied with what Allah has allocated them. To Muslims 
complacency is not the enemy of progress as the West views it. 
10.  Be generous. 
Being generous is the opposite of being stingy. Al-Kareem is in fact one of 
Allah’s magnificent names meaning being generous. Al-karam (generosity) is 
another characteristic of the Muslim business people. They should be generous 
in giving money and goods to the needy. Islam urges people to give legal alms 
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or obligatory charity (Az-Zakat). Az-Zakat is an ordinance prescribed by 
Islamic law. Social responsibility is another important principle in 
management practices. Sadaqat (donations), not obligatory, are very much 
urged in the Holy. 
11. Be dignified. 
A business person in Islam should not indulge in investments that are not 
Halal. Halal is the opposite of Haram. Halal is ethical while haram is 
unethical. Examples of haram earnings for a Muslim include trading in 
alcohol, drug dealing and trading, bribery, production and sale of unethical 
goods, prostitution, and earning interests on investments. 
12. Be trustful (Al Amaneh). 
Being trustful means giving rights to others. For example, if you borrow some 
money from someone, you are supposed to return it at the agreed time at no 
interest. A good loan with no interest is an example of Islamic financial 
dealings (Al qard Al hasan) (An-Nisa’, 4:58). 
13. Be friendly. 
Muslims should be friendly and united at all times. No discrimination exists 
among Muslims, regardless of nationality, gender or color. The only 
difference between Muslims should be on the basis of piety (Al-Hujurat, 
49:10,13). 
14. Be equitable. 
Equity is the opposite of injustice. A Muslim manager should be equitable. In 
Islam people should be treated fairly and with equity. 
15. Do not be involved in fraud. 
A Muslim business person should treat others the same way he himself would 
like to be treated (An-Nahl, 16:90 and An-Nisaa’ 4:58). 
16. Do not bribe. 
The practice of all kinds of bribes is forbidden in Islam (Al-Baqarah, 2:188). 
However, there should be differentiation between sadaqat (donations), gifts, 
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and bribes. Gifts are encouraged in Islam because they help gain friendship. 
The prophet encourages the use of gifts saying “Give more gifts so you be 
better liked” (Hadith). Bribes on the other hand are unethical. Bribes are used 
to influence decisions. There are two kinds of bribes: the “lubrication” bribe 
and the “white mail” bribe. The lubrication bribe involves payment of a 
relatively small amount of money – “speedy money” – to lubricate the wheels 
of administration so that they can turn more quickly. The white mail bribe 
generally involves an elaborate system for concealing the use of large sums of 
corporate cash. This type of bribe is used to buy influence in high places.” 
 
Interestingly, to enforce the above practice, it is found in an unpublished 
qualitative research the principles of Islamic management system conducted by 
Branine and Pollard49 which provide a significant implication for the practice of 
Islamic human resource management. These principles are actually what 
Management of Islamic Banks should implement, whereby; consistent practice of 
those principles would consequently encourage and motivate employees’ 
compliance behaviors towards Islamic work ethic conducts. Those main principles 
of Islamic management system are as follows: 
1. “Intention (Nya). 
In Islam every act should be accompanied by intentions. The Prophet 
Mohammed said: ‘Actions are recorded according to intention and a person 
will be rewarded or punished accordingly’. A person is endowed with free 
will and is responsible for change in society. The Quran (Ar-Ra’d, 13:11) 
states: ‘God does not change the condition of a nation unless it changes what 
is in its heart’. The implications of this principle in human resource 
management is that employees should not, for example, be punished for 
making unintentional mistakes and should be rewarded or punished for their 
intended objectives, ideas, plans and strategies rather than just for the 
outcomes of their actions which may be affected by external factors beyond 
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their control. This also accentuates in Islamic management the importance of 
human resource planning and strategic decision-making. 
2. Forever mindful of the Almighty God (Taqwa). 
When filled with Taqwa, a person will refrain from behaving unjustly and will 
command his/her soul to move from the state of ammara (the prone-to-evil 
level), which is the primitive stage that man shares with animals, to the state 
of lawama (self-reproaching level), at which man is conscious of evil and 
struggles between good and evil by seeking repentance, to the highest level of 
mutmainna (the righteous level), when the mind is perfectly in tune with good 
deeds, piety and justice. Taqwa leads to steadfastness in seeking truth and 
justice because people fear no one but God. In HRM, constructive criticism 
and advice become a common practice and even a duty, when wrong doings 
are seen in one’s organization or community. 
3. Kindness and care while feeling the presence of God (Ihsan). 
Ihsan has several meanings. It is alms giving, perfection and amelioration, 
forgiveness, completeness of faith and, most important of all, doing good 
deeds. It is also a continuous struggle to work towards attaining God’s 
satisfaction and to worship God as if you see Him and He sees you. This 
feeling makes the person behave at his/her best without the need for any 
human supervision. The value of Ihsan is related to the value of Iman, which 
is the key Islamic moral character or faith in God. In this context, such 
economic and social activities assume a moral and spiritual dimension as a 
means for doing good to oneself by self-preservation and to society by 
following God’s guidance on wealth generation, ownership, spending, 
equality and social justice. Every activity should be a pursuance of good deeds 
and remembrance of God’s presence. Managers with a high level of Ihsan 
promote the training and development of their employees and encourage 





4. Justice (Adl). 
Justice is a virtue that every person should develop regardless of whether 
he/she is a leader or a subordinate.50 It is stated in the Holy Quran: ‘O you 
who believe! Stand out firmly for God as witnesses to fair dealing and let not 
the hatred of others to you make you swerve to wrong and depart from 
justice…’ (Al-Maaidah, 5:8). In Islam, justice is never to be affected by 
personal interests and other considerations. Justice is also to protect people’s 
freedom and equality. Within Islam, humans are free in their beliefs - ‘There is 
no compulsion in religion’ (Al-Baqarah, 2: 256). All people are equal 
regardless of their sex, colour, race, wealth, prestige, profession, status and 
knowledge. What truly counts is their actions and deeds. The Prophet 
Mohammed made it clear that people are equal when he said: ‘An Arab has no 
preference over a non-Arab, nor a non-Arab over an Arab, nor is a white one 
to be preferred to a black one, nor a black one to a white one, except in piety 
(righteousness)’. Piety is the only criterion, without exception, and no one but 
God knows the level of a person’s piety. Justice leads to equality and in order 
to maintain an organization of justice and equality there should be a sense of 
humility among those in managerial positions. In organizations where justice 
prevails, employees are treated and rewarded equally and fairly. Managers 
treat their subordinates with respect and courtesy, and never look down to 
them or ignore their views and suggestions. The laws and regulations, policies 
and procedures are clearly followed and effectively implemented. 
5. Trust (Amana). 
The concept of trust is a core value governing social relationships, as every 
person is held accountable for his/her doings in the community. The Holy 
Quran states: ‘O you that believe! Betray not the trust of God and the Apostle 
nor misappropriate knowingly things entrusted to you’ (Al-Anfaal, 8:27). 
Trust leads to consultation and delegation of authority to employees51. The 
leader is ‘ameen’ or a trustee, who should respect the trust bestowed on 
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him/her by their superiors and subordinates. Any act of misuse of resources or 
mismanagement is seen as a violation of trust. An organization is a trust of 
those who own it and to those who work in it. 
6. Truthfulness (Sidq). 
The concept of Sidq implies doing and saying what is right to the best of one’s 
knowledge. It is forbidden in Islam to lie or to cheat in all circumstances. 
There are many verses in the Holy Quran which emphasize the virtues and 
values of truthfulness. Managers as well as subordinates are reminded not to 
be guided by their personal feelings that might divert them from the right path 
of justice, care and trustworthiness. They are asked to be patient, to fulfill their 
contractual duties, to be honest and to work hard, while seeking God’s love 
and mercy. Honesty and trustworthiness are central to effective management. 
They safeguard humans from temptation to misuse the resources entrusted to 
them. The love of truth reflects the notion of personal responsibility for every 
uttered word and reinforces organizational attempts to evaluate and assess 
practice or investigate roots of the problem. 
7. Conscientious of self-improvement (Itqan). 
This value implies the continuous struggle within oneself for self-betterment 
in order to do better work. Hence, striving to do better all the time requires 
humans to work harder and improve the quality of their products and services 
through the learning of new knowledge and skills. This value is related to a 
state of passion for excellence (Al falah) and perfection. Creativity therefore 
becomes an indispensable value in one’s life because of the desire to perfect 
and excel in doing what is good for oneself and good for the community. In an 
organizational context, striving to do better all the time requires managers and 
employees to work harder and improve the quality of their products and 






8. Sincerity and keeping promises (Ikhlas). 
Keeping to promises is a moral obligation for every Muslim.52 It is a big sin to 
intentionally fail to meet one’s promises. Breaking one’s word is not Islamic 
and characterizes a person among the hypocrites. God calls upon the believer, 
‘O you who believe! Fulfill (all) obligations’ (Al-Maaidah, 5:1). Sincerity, 
therefore, infuses trust and confidence in an organization and creates a culture 
of trustfulness and cooperation between employees and employers. 
9. Consultation (Shura). 
A Muslim leader is required to seek advice and to consult others before 
making decisions. Taking part in discussions and making suggestions are key 
leadership values in Islam. The right way to make the best decision on worldly 
matters, in the absence of a prescribed text, is consultation or Shura. It is 
stated in the holy Quran, addressing the believers, that ‘their matters are 
shura among them’ (Ash-Shura, 42:38). All socio-economic and political 
matters that are not decided upon clearly in the holy Quran and the Sunnah are 
decided through consultation and consensus. This principle of Shura teaches 
Muslim managers to treat their subordinates as their equals and to be humble 
in their dealings with other people.53 Pride and arrogance are not the behaviour 
of a good Muslim. In organizations, managers are expected to seek advice and 
to consult with their subordinates before making decisions. 
10. Patience (Sabar). 
Patience is the highest level of Iman (belief in the oneness of God and 
Mohammed as his prophet and messenger). At the organizational level, 
patience and humility go hand in hand. Being patient in making decisions 
reduces the possibility of making mistakes and increasing the chances of 
success in negotiations.” 
 
All the above explanations and discussions have provided a full and 
comprehensive outlook to the guidance and guidelines to Islamic work ethic. It is 
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the Management of Islamic Banks as well as the employees themselves are now 
being responsible to ensure the realization and implementation of Islamic work 
ethic in their respective organizations. 
 
Anyway, Islamic work ethic (IWE) dimensions would be measured using 
short version of Islamic Work Ethic (IWE) Questionnaire developed by Ali and 
was found to be reliable and valid.54 The reliability and validity of the measure 
proved by the research findings conducted in several countries by Ali, 1992, 
199555; Yousef, 2001(a,b)56, Ali and Al Kazemi57. 
 
C. Job Satisfaction 
Job   satisfaction   has   been   identified by Hoppock58 as a combination of 
psychological and environmental circumstances that makes a person satisfied with 
his or her job. Job satisfaction is defined as pleasurable or positive emotional state 
resulting from the appraisal of one's job or job experiences and it's also defined as 
an emotional reaction that results from the perception that one's job fulfills or 
allows the fulfillment of one's important job values with one's needs59. Other 
definitions of job satisfaction are that it is an attitude about individual's jobs 
influenced by the perception of their jobs and it is also how the employees 
perceive how their jobs fulfill their intrinsic and extrinsic needs.60  
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In addition, satisfaction can also be referred as the overall feelings people 
have about an organization, whether as an employee, customer, supplier, or 
regulator. Satisfaction can be measured informally by listening to people talk or 
by asking them how they feel about the organization. Satisfaction can also be 
measured by administering attitude surveys to employees, customers, and/or 
vendors. Or it can be inferred by studying employee data such as absenteeism, 
turnover, and number of grievances. Firms also measure customer satisfaction by 
examining trends in sales volume, number of product returns/complaints, or 
number of repeat purchases per customer.61 
 
 One of the pervasive problems facing managers is to manage the 
relationship between productivity and satisfaction. Managers commonly think that 
happy people are productive people. However, research suggests otherwise, for 
the causality between satisfaction and productivity is low.62 Instead, high 
productivity more often leads to satisfaction.63 Here is clearly a case in which 
research overturns conventional beliefs. 
 
Workers who are dissatisfied with their work and may be even negative 
toward their employer can still be very productive. Assembly-line workers often 
typify this positive-negative combination. On the other hand, sometimes satisfied 
workers are not productive. As it is widely known, some tenured professors in this 
category. The research about empowerment and self-governing teams suggests 
that productivity and satisfaction often improved when management lightens up – 
less management can produce more results.64 
Job satisfaction level has been known to be affected by demographic factor 
such as marital status, gender, age, and length of working experience, whether 
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directly or indirectly.65 Khaleque and Rahman66 in their study of workers in 
Bangladeshi jute industries discovered that married workers were more satisfied 
compared to the unmarried workers, while contrary to then study Wright et al.67   
found that   unmarried   female managers showed a higher level of job satisfaction 
than those who are either married or divorced.  
 
Studies   carried   out   to   identify the   relationship   between   sex 
(gender) and job satisfaction have not been conclusive too. Different studies have 
shown different results. Mottaz68 conducted a study comprising of data collected 
from 1385 workers. This data was characterized into two levels i.e. upper-level 
and lower-level employees. Mottaz then studied the job satisfaction among male 
and female workers in both the upper-level and lower-level categories. The upper-
level category consisted of professional and managerial workers, while the lower 
level category included clerical and blue-collar workers. He reported that no 
significant difference in the job satisfaction was found to exist between the male 
and female workers in both levels.  
 
Another research has also supported the above result. Glenn, Taylor and 
Weaver69  reported  similar  findings,  when  they  found  that  there  is  no 
significant difference between the level of job satisfaction as compared between 
the male and female employees.  
 
However, a number of other studies by different researchers have been 
conducted with contradictory results. Some studies supported that men are found 
to have high level of job satisfaction as compared to their female counterparts.70   
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In   contrast,   Murry and Atkinson71  reported   that   the   level of job satisfaction 
was higher among female employees as compared to male workers. While studies 
conducted by Ghazali72, Furnham and Schaeffer73, Mottaz74, and Hashim75 found 
no difference in job satisfaction level between male and female workers as 
opposed to an earlier study by Dunham and Herman76 where the result showed 
that female employees are more satisfied with their jobs than male employees. 
 
There also are a number of researches on the relationship between age and 
job satisfaction, and almost all studies revealed a positive relationship between the 
two. Altimus and Tersine77 conducted a study on male blue-collar workers to 
analyze the relationship between age and job satisfaction. Other variables 
including gender, organizational variables including organizational structure, 
technological interdependence cultural variables were controlled. Their study 
revealed that the younger workers were significantly less satisfied than their older 
officemates. 
 
In Malaysia, Tho and Ho78 studied job satisfaction with relation to age, 
which was conducted among accountants. The study reported that the job 
satisfaction level varied with age. The young accountants i.e. ages between 25 to 
30 years displayed lower satisfaction than the middle age accountants i.e. ages 
between 30 to 39 years. The older accountants i.e. ages between 40 to 49 years 
were found to have lower job satisfaction. 
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Carrel and Elbert79 also did a similar study among the postal clerks and 
found that the linear relationship between job satisfaction and age was valid up to 
the age of 50 years. The noted that beyond the age of 50 years, the job satisfaction 
began to decline. While, Khaleque and Rahman80 conducted a study on job 
satisfaction revealed similar results in that the employees above the age of 30 
years showed higher level of job satisfaction as compared to their colleagues of 
younger ages.  
 
However, there are few studies that indicate no relationship between age 
and job satisfaction. The study conducted by Furnham and Schaefer81 revealed 
that despite the positive relationship between the two it was not statistically 
significant. Similar findings were also reported in the study conducted by Wright, 
et al.82. 
 
Bernberg83 used covariance analysis to control the impact of length of 
service and found that the younger workers were significantly less satisfied than 
their older counterparts. Similar relationships were also reported in the studies 
conducted by Lee and Wilbur84. The authors removed the effects of salary, 
educational level, and other variables and the results indicated a positive linear 
relationship between age and job satisfaction.  
 
Studies conducted by Saiyadain85 in India found three different results 
from seven cases. In the first two cases there were indications of positive 
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relationship between years of work experience and job satisfaction. One of them 
showed negative relationship while the other four cases showed no relationship.  
  
Thus, the various, inconsistent, and inconclusive findings of previous 
studies could, more or less, be confirmed by the study conducted by the 
researcher, which is one of the significance of this study. 
 
In this case, job satisfaction would be measured using ten-item short 
version of Minnesota Satisfaction Questionnaire or ‘MSQ’.86 This measure is used 
because the internal consistency and stability of the MSQ has been documented 
and tested by previous studies by Brief et al.87, Schmitt and Pulakos88, and Weiss 
et al.89. In a straightforward MSQ has also been used in the study of work values 
among Lebanese workers, where the respondents are the employees of 
corporations in Beirut, Lebanon.90 
 
D. Organizational Commitment 
The subject of organizational commitment is of increasing concern among 
researchers and practitioners. Recent literature has tended to focus on the broader 
concept of organizational commitment that includes specific commitment object 
such as the organization, work group, occupation, union and one's job.91 
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The importance and extensive growing research on organizational 
commitment is mainly due to the problems faced by many organizations. Let’s 
take an example that when Allied Signal and Honeywell merged, resulting 
Honeywell dismissed thousands of employees. Mergers and downsizings may 
have positive effects on a firm’s competitiveness. However they’ve also 
undermined the traditional psychological contract between employer and 
employee, and thereby complicated the tasks of fostering employee commitment 
and maintaining a motivated staff. The problem is this: How do you maintain 
employee commitment if they can’t be sure he or she will even have a job there at 
the end of the year? How do you get employees to keep the company’s best 
interests at heart if the company doesn’t seem to care about what’s good for the 
employee? One answer is to provide them with an opportunity to self-actualize – 
to develop and reach their potential. Most employees understand that (if the day 
should come) they’ll at least more marketable. The activities that comprise the 
firm’s career management process can be particularly useful in that regard.92 
 
The ultimate goal of organizational commitment is the commitment of the 
employees towards their organization. According to Gary Dessler93 employee 
commitment is an employee’s identification with an agreement to pursue 
company’s mission. Committed employees act more like owners than employees. 
In today’s fast-moving companies, fostering employee commitment makes 
sense.94 
 
Today’s team-based organizations need employees who exercise self-
control. They need employees who exercise what some experts call organizational 
citezenship behavior. These employees willingly make “discretionary 
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contributions”. The company needs these to survive, but can’t anticipate and 
require them ahead of time.95 
 
In today’s organizations, in other words, the idea is to get employees to 
use their brains and initiative and creativity as if they owned the company, and not 
just when their supervisor is around. Several multinational companies, such as 
FedEx, Toyota, and Saturn, use this commitment-building approach with success. 
Important commitment-building Human Resource practices in firms like these 
include96: 
1. Establish people-first values. 
As one Saturn manager said “you start the process of boosting employee 
commitment by making sure you know how you and your top managers really 
feel about people”. Managers in firms like these commit to the idea that their 
employees are their most important assets and must be trusted, treated with 
respect, and encourage growing and reaching their full potential. The FedEx’s 
managers’ guide states: “I have an inherent right to be treated with respect and 
dignity and that right should not be violated.” 
2. Guarantee fair treatment. 
Firms like FedEx have comprehensive grievance procedures that help to 
ensure fair treatment of all employees. Toyota’s in-plant “Hotline” gives team 
members a 24-hour channel for bringing questions or problems to 
management attention. 
3. Use value-based hiring. 
Ben and Jerry’s uses tests, interviews, and background checks to screen out 
managers who don’t share the firm’s social goals. Toyota screens out non 
team players, and Goldman Sachs emphasizes integrity. At FedEx, prospective 
supervisors who don’t fit with the firm’s people-first values get screened out 
by their subordinates before moving into management. 
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4. Encourage employees to actualize. 
Many of these firms engage in practices that aim to ensure all employees have 
an opportunity to use all their skills and gifts at work and become all they can 
be. Here’s how one Saturn assembler put it: 
“I’m committed to Saturn in part for what they did for me; for the 300 plus 
hours of training and problem solving and leadership that help me expand my 
personal horizon; for the firm’s “Excel” program that helps me push myself to 
the limit; and because I know that at Saturn I can go as far as I can go. This 
company wants its people to be all that they can be.”   
 
In short concluding statement, it can be said that HR activities that 
contribute to building commitment include: clarifying and communicating the 
goals and mission of the organization; guaranteeing organizational justice – for 
instance, by having a comprehensive grievance procedure and extensive two-way 
communications; creating a sense of community by emphasizing teamwork and 
encouraging employees to interact; supporting employees development, perhaps 
by emphasizing promotion from within, developmental activities, and career-
enhancing activities; and generally committing to “people-first values.”97  
 
The advantages of organizational commitment have also been proven by 
previous studies. Morris and Sherman98 conducted a survey and found that 
employees that are loyal to the organization generally show lower level of 
absenteeism and tardiness. On the other hand, Bateman and Strasser99 concluded 
that employees who have high levels of organizational commitment have a higher 
performance and productivity. In fact, organizational commitment forms have 
been shown to predict important outcomes such as turnover intentions, 
performance, pro-social organizational behavior, absenteeism, and tardiness.100 
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However, as in the case of job satisfaction, organizational commitment 
interpreted and defined differently by different researchers. Mowday, Steers, and 
Porter101 define organizational commitment as “the relative strength with which 
an individual identifies with and gets involved in a particular organization”. Thus, 
we can refer to organizational commitment as an attitude of employees’ degree of 
loyalty to the organization they work for. They have high regards for the values 
and goals of the organization. They are willing to put in extra effort to attain the 
prosperity and success of the organization. 
 
DeCotiis and Summers102 defined organizational commitment as “the 
extent to which an individual accepts and internalizes the goals and values of an 
organization and views his or her organizational role in terms of its contribution to 
those goals and values, apart from any personal instrumentalities that may attend 
his or her contribution”. In other words, organizational goals and values are 
usually taken as personal goals and values once an employee is committed to the 
organization. Therefore, employees exhibit a high degree of loyalty to the 
organization and strive to ensure that the organization is successful in its 
undertakings.  
 
Thus as a results of this, Barney and Griffin103 revealed that an employee 
who has strong attachment to an organization is able to overlook minor sources of 
dissatisfaction with the organization and continues to perform productive work 
within. The employee remains loyal to and intends to stay with the organization 
for an extended period of time. Thus, organizational commitment refers to an 
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attitude of an employee that reflects his or her identification with or attachment to 
the organization he or she is working in.  
 
Commitment to the organization has also been defined as an attitudinal 
variable characterized by an enduring psychological attachment.104 In this way the 
feeling of self-attachment to one's organization tends to last as long as he or she is 
committed to it. 
 
Three basic components of (organizational commitment can be cited, such 
as willingness to stay in the organization, contributing extra effort to perform well 
or the organization, high acceptance of and strong belief in the values and goals of 
the organization Mowday et al.105 
 
However, a number of variables have been observed to have various 
relationships to the organizational commitment. Brooke, Russel, and Price106 
pointed out that the variables to be tested in the relationships to organizational 
commitment represent demographic characteristics (gender, children, age, and 
education), work experience (tenure, years in occupation, job satisfaction and job 
tension), work outcome (perceived performance) non work domains (life 
satisfaction).  
 
Variables influencing organizational commitment fall into four broad 
categories personal characteristics, role-related characteristics, work experience, 
and structural characteristics.107 Of these categories, more attention has been paid 
to work experience. 
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Meyer and Allen108 found that organizational commitment is associated 
with work experience that made people feel competent in their jobs. Thus, 
workers who are more experienced in their jobs tend to be more committed to 
then organization than those who are less experienced. 
 
A number of studies have also shown that age has a positive relationship 
to organizational commitment.109 Their studies showed that older employees have 
higher commitment to the organization than younger ones. Luthans, McCall, and 
Dodd110 implemented their research on American. Japanese and Korean 
employees from various diverse firms and still found this relationship valid. Thus, 
a positive relationship between age and organizational commitment are to be 
confirmed by the findings of the above studies.  
 
Luthans, Baack, and Taylor111 studied the relationship between ages, years 
of service in the organization and personal predisposition and the organizational 
commitment. The supports from organization in which one is working for, as well 
as supports from the family members are found to have a great effect on one's 
commitment to the organization. But then the organizations that provide extra 
efforts to  increase family support activities (e.g. having daycare center for 
children of employees in the office premises), are most likely to receive benefit of 
such support activities. 
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Organizational commitment was found to be related to a wide variety of 
correlates. The   literature112 suggested that organizational commitment is related 
to both demographic characteristic and work experience. It was also found to be 
positively related to performance.113 The literature also indicated positive 
spillover between variables representing non work   domains   and   organizational 
commitment.114 Thus, all the correlates presented here are expected to relate to 
affective organizational commitment positively. 
 
However, because the exchange approach is the main theory explaining 
the development of organizational commitment,115 it is expected that the effect of 
variables that represent work experience (job satisfaction, job tension) are 
important components of the other correlates. 
 
Job satisfaction has, however, been found to be distinguishable from, but 
related to, organizational commitment116 and,  therefore,  findings obtained in the 
prediction of job satisfaction has its own triplication for the prediction of 
commitment. 
 
In this relation, organizational commitment would be measured using the 
questionnaire developed by Mowday, Steers, and Porter117. They named the 
questionnaire as Organizational Commitment Questionnaire or in short OCQ. This 
measure is used because it is the most widely used measure of organizational 
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commitment that has more acceptable psychometric properties.118 In fact, its 
reliability and validity have been established. 
 
E. Job Satisfaction and Organizational Commitment 
The majority of empirical evidence suggests that job satisfaction is an 
antecedent to organizational commitment.119 This shows that job satisfaction 
comes first, which in turn contributes to the rise of employees' organizational 
commitment. In line with the above findings, a study conducted by Testa120 in the 
service environment using 425 employees in two service organizations has also 
come out with the same outcome. This outcome suggests that increases in job 
satisfaction will stimulate increased organizational commitment and, in turn, 
service effort. 
 
However, a positive relationship between job satisfaction and 
organizational commitment, using a variety of satisfaction and commitment 
measures, has also been consistently reported in past research as well.121 
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In addition, Morrison122 found a strong positive relationship between job 
satisfaction and organizational commitment. The study is conducted on 307 U.S. 
franchisees in four industries. This finding, however, is consistent with previous 
research,123 where organizational commitment and job satisfaction were strongly 
positively related. 
 
F. Past Studies 
 There are, of course, numbers of past studies related to Islamic work ethic, 
job satisfaction, and organizational commitment. Some of those studies could be 
seen in the following table: 
 
Table 4: List of Several Past Studies  
No Researchers Year Topic of research Aims of research 
1. Nasr, S.H. 1984 Islamic work ethics To find out the elements 
of Islamic work ethic 
2. Yousef, D. 2001 
Islamic work ethic; a 
moderator between 
organizational 
commitment and job 
satisfaction in a cross-
cultural context 
To investigate the 
moderating impacts of 
the Islamic work ethic on 
the relationships between 
organizational 
commitment and job 
satisfaction 
 
                                                                                                                                                                      
Organizational Influences on Leader-Member Exchange and Related Work Attitudes', 
Organizational Behavior and Human Decision Processes, 66, pp. 203-214.  
Major, D. A., Kozlowski, S.W.J., Chao, G. T, & Gardner, P. D. (1995). 'A Longitudinal 
Investigation of Newcomer Expectations, Early Socialization Outcomes, and Moderating Effects 
of Role Development Factors', Journal of Applied Psychology, 80, pp. 418-431.  
McFarlin, D. B., & Sweeney, P. D. (1992). 'Distributive and Procedural Justice as 
Predictors of Satisfaction with Personal and Organizational Outcomes', Acadetnv of Management 
Journal, 35, pp. 626-637. 
Mowday, R.T., Steers, R.M., & Porter, L.W. (1979). 'The Measurement of 
Organizational Commitment', Journal of Vocational Behavior, 14, pp. 224-247. 
Munthe, P. Ginting, (2001). ‘The Impact of Job Satisfaction on Organizational 
Commitment’, MBA. Thesis: University Sains Malaysia. 
122Morrison, K.A. (1997). 'How Franchise Job Satisfaction and Personality Affect 
Performance, Organizational Commitment', Journal of Small Business Management, 35(3), pp. 39-
67.  
123
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Relations, 35, pp. 135-153. 
Clegg, CW. (1983). 'The Psychology of Employee Lateness, Absence, and Turnover', 
Journal of Applied Psychology, 68, pp. 88-101. 
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3. Yousef, D. 2001 
The Islamic work ethic 
as a mediator of the 
relationship between 
locus of control, role 
conflict and role 
ambiguity 
To examine the potential 
mediating role of the 
Islamic work ethic 
between locus of control, 
role conflict, and role 
ambiguity 
4. 
Ali, A. J. and 
Al-Kazemi A. 
A., 
2007 Islamic work ethic in Kuwait 
To investigation the 
centrality of Islamic 
work ethic (IWE) in the 
lives of managers in 
Kuwait and provide a 
useful insight into the 
nature of work 
environment and 
organizational culture. 
5 Ali A,  and Al-Owaihan, A. 2008 
Islamic Work Ethic: A 
Critical Review 
To present a coherent but 
critical treatment of 
Islamic work ethic 
(IWE). It explores the 
nature of IWE in the 
context of cultural and 
political evolution and 
offers 
a cultural and religious 
perspective pertaining to 
organization and 
management 
6. Rokhman, W. 
and Omar, A. 2008 
The Effect of Islamic 




Turnover Intention: A 
Study on Islamic 
Microfinance 
Institutions in Central 
Java, Indonesia 
To investigate the effect 




turnover intention. The 
study uses a sample of 
49 employees only from 
10 institutions of Islamic 
microfinance in Demak 
regency, Central Java 
Indonesia 
7. Abuznaid, S. A. 2009 
Business ethics in 
Islam: the glaring gap 
in practice 
To examine and discuss 
business ethics from an 
Islamic perspective. 
8. Khalil, M. and Abu-Saad, I 2009 
Islamic work ethic 
among Arab college 
students in Israel 
To investigate the 
Islamic work ethic 
(IWE) and individualism 
among Arab college 
students in Israel, who 
represent an ethnic and 
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Linking Islamic Work 






 To investigate whether 
Islamic work ethic is 
linked to individuals’ 
attitudes towards 




10. Hayati, K. and Caniago, I. 2012 
Islamic Work Ethic: 




Commitment and Job 
Performance 
To investigate the 
influence of Islamic 














and Job Outcomes: 
Moderating Role of 
Islamic Work Ethic 
To test the main effects 
of Islamic Work Ethic 
(IWE) and perceived 
organizational justice on 
turnover intentions, job 
satisfaction, and job 
involvement. It also 
investigate the 
moderating  influence of 
IWE in justice–outcomes 
relationship 
 
 Compared to the above past studies, some novelties of this research can be 
stated as follow: 
1. This study tries to investigate the impact of IWE on Islamic banks 
employees’ job satisfaction (as intervening variable) and its implication 
towards their commitment to their organizations. 
2. The above relationships have never been researched earlier in Islamic 
banking sectors. 
3. Moreover, the research on the above relationships in Medan, can be 





G. Theoretical Framework 
To conduct this study, a theoretical framework has been designed in such a 
way that it consists of three different variables. The first variable is Islamic work 
ethic, which is the independent variable of this study. While job satisfaction is an 
intervening variable, which will mediate the relationship between independent and 
dependent variable. Then, organizational commitment is another variable, which 
is the dependent variable of this research. The fourth one is respondents’ 
characteristics that consist of the respondents’ demographic characteristics such as 
gender, age, marital status, level of education, monthly income, and length of 
working experience. 
 
The relationships among the above variables have been found in the 
previous studies to be positively correlated.124 The idea has also been supported 
the findings of the study conducted by Testa125; Morrison126; Bluedorn127; and 
Clegg128. 
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In addition, demographic characteristics such as gender, age, marital 
status, level of education, monthly income, and length of working experience have 
been found to moderate the above relationships.129  
 
A comprehensive theoretical framework has been designed in such a way 
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Figure 1: Theoretical Framework 
 
H. Hypotheses 
Based on the literature reviews that have been compiled and theoretical 
framework that has been designed, some hypotheses are required to answer the 
research questions of this study. The hypotheses are as follows: 
 
1. H0.a : There is no impact of Islamic work ethic on employees’ job 
satisfaction. 



























2. H0.b :There is no direct impact of Islamic work ethic on employees’ 
organizational commitment. 
H2.b :There is an direct impact of Islamic work ethic on employees’ 
organizational commitment. 
3. H0.c : There is no impact of job satisfaction on employees’ organizational    
commitment. 
H3.c : There is an impact of job satisfaction on employees’ organizational    
commitment. 
4. H0.d : There is no indirect impact of Islamic work ethic on employees’ 
organizational commitment. 










This chapter describes the methodology used in this research. Topics of 
discussion in this chapter consist of population and sample size, selection and 
administration of questionnaires, and the statistical methods used to analyze the 
data. The questionnaire was used to collect the data on the impact of Islamic work 
ethics on job satisfaction towards organizational commitment. The questionnaire 
for Islamic work ethic utilized short version of Islamic Work Ethic (IWE) 
Questionnaire. The questionnaire for job satisfaction utilized Minnesota 
Satisfaction Questionnaire (MSQ) and for organizational commitment utilized 
Organizational Commitment Questionnaire (OCQ). This is because they have 
been adopted frequently in organizational behavior studies. Furthermore, it also 
ensures low cost, anonymity, and confidentiality. 
 
B. Population and Sample 
To collect the research data, this study employs convenience sampling. 
Convenience sampling implies that the collection of the data from members of the 
population   who   are   easily   accessible to   provide   it.130   Hence, respondents 
of this study are employees working in various Islamic Banks in Medan, either 
public or private commercial banks. The reasons of choosing this kind of bank are 
people’s accessibility based on banks’ familiarity and wider service coverage 
compared to other Islamic financial institutions, and few studies, instead of saying 
nothing, are found on this particular research area. There are at least thirteen 
Islamic Banks operate in Medan, hence, the unit of analysis of the study is every 
individual employee working in this kind of organization. 
 
However, talking about number of population of Sharia Banks’ employees 
in Medan, it’s still not found yet. The researcher had contributed optimal efforts to 
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get it through searching into official websites of Bank of Indonesia (BI) and The 
Financial Services Authority (OJK), and even asking some sharia bankers. It is of 
course unethical to mention the data based on personal assumption which is 
unsupported by a valid data source. 
 
Anyway, there are basically many models used to decide the sample size 
used in a research. Fairly speaking, there is no one absolute rule or model 
deciding the sample size. Population characteristics such as budget, facilities, time 
limit, population accessibility, and research goals will influence the model to be 
employed. Therefore, one tenth of total population seems to be adequate number 
of research sample size.131 According to Roscoe in his book ‘Research Methods 
For Business’ in 1982 (in Sugiyono’s book)132, reasonable sample size of a 
research is between 30 to 500 samples or at least 10 times of research variables. 
Similar idea was given by Sarwono,133 where 100 to 500 cases are assumed as 
ideal number of sample.  Thus, due to homogeneity of population characteristics 
of this research, the above models of research sample size determination would be 
utilized. 
 
C. Questionnaire Design and Data Collection 
For the purpose of the study, a cover letter outlining the purpose of the 
study is attached to the questionnaires that were circulated to the respondents. The 
distribution and collection of the questionnaires were done with the assistance of 
friends and students. All the respondents are assured of total confidentiality of the 
data provided.  
 
This structured questionnaire consists of two parts. Part A seeks 
demographic information on gender, age, marital status, level of education, 
monthly income, and the length of work experience with the current companies of 
the respondents. Part B consists of a series of thirty seven questions. The first 
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seventeen questions are meant to measure employees’ Islamic work ethic, while 
the second ten questions measure their job satisfaction, whereas the last ten   
questions measure their organizational commitment. The sample questionnaire 
form is attached in attachments section. However, some statements in the 
questionnaire have been modified from its original version in order to fit the 
current literature reviews.  
 
The respondents were asked to read the statements carefully and then 
indicate their agreement or disagreement using the following Likert's Scale 
scheme: 
 
Strongly disagree = 1 
Disagree = 2 
Slightly agree = 3 
Agree = 4 
Strongly agree = 5 
 
1. Islamic Work Ethic Measure 
 As it is stated earlier, Islamic work ethic was measured using short version 
of Islamic Work Ethic (IWE) Questionnaire developed by Ali and was found to be 
reliable and valid.134 The reliability and validity of the measure proved by the 
research findings conducted in several countries by Ali, 1992, 1995135; Yousef, 
2001(a,b)136, Ali and Al Kazemi137. 
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 The seventeen-item short version of IWE measure can be seen as stated 
below: 
1. Laziness is a vice 
2. Dedication to work is a virtue 
3. Good work benefits both one’s self and others 
4. Justice and generosity in the workplace are necessary conditions for 
society’s welfare 
5. Producing more than enough to meet one’s personal needs contributes to 
the prosperity of society as a whole 
6. One should carry work out to the best of one’s ability 
7. Work is not an end in itself but a means to foster personal growth and 
social relations 
8. Life has no meaning without work 
9. More leisure time is good for society 
10. Human relations in organizations should be emphasized and encouraged 
11. Work enables a person to control nature 
12. Creative work is a source of happiness and accomplishment 
13. Any person who works is more likely to get ahead in life 
14. Work gives one the chance to be independent 
15. A successful person is the one who meets deadlines at work 
16. One should constantly work hard to meet responsibilities 
17. The value of work is derived from the accompanying intention rather than 
its results 
 
However, the above IWE measure has been slightly modified into 
subjective sentence model to represent the actual feelings of every respondent. 
This is meant to achieve personal perception as well as to avoid respondents 
answering the questionnaires based on general perception. The modification also 
aimed to ease respondents in answering the questions. Those modifications are as 
follow: 
1. I don’t like to laze at work 
2. I dedicate myself wholeheartedly to work 
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3. I work well to benefit myself and others 
4. I act in justice and generosity during work to realize social welfare 
5. I work out of my own needs as a contribution to social welfare 
6. I always work with all of my best 
7. Work is not an end in itself rather I treat it as means to foster personal 
growth and social relations 
8. I feel life has no meaning without work 
9. I believe that more leisure time is not good for society 
10. I really emphasize and encourage human relations in organization 
11. Work enables me to control nature 
12. Creative work is a source of my happiness and accomplishment 
13. I believe that any working person is more likely to get ahead in life 
14. Work gives me chance to be autonomous and self-reliant 
15. According to me, a successful person is the one who meets deadlines at 
work 
16. I constantly work hard to meet responsibilities 
17. I believe that the value of work is derived from the accompanying 
intention rather than results 
 
2. Job Satisfaction Measure 
Job satisfaction was measured using ten-item short version of Minnesota 
Satisfaction Questionnaire or ‘MSQ’.138 This measure is used because the internal 
consistency and stability of the MSQ has been documented and tested by previous 
studies by Brief et al.139, Schmitt and Pulakos140, and Weiss et al.141. In a 
straightforward MSQ has also been used in the study of work values among 
Lebanese workers, where the respondents are the employees of corporations in 
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Beirut, Lebanon.142  In addition, similar measure has so been frequently used in 
universities research studies on job satisfaction with various types of sample 
population.  
 
The ten-item short version of MSQ consists of ten statements measuring 
various aspects such as:  
1. Like to come to work 
2. Talk about work with others 
3. Job provides opportunity to use ability 
4. Job gives freedom in decision-making 
5. Flexibility in job methodology 
6. Feeling of accomplishment 
7. Feeling of meaningful or significance after doing the job 
8. Thinking of doing the job as a career opportunity 
9.  Intent to influence to choose the same job 
10. Feeling of satisfaction with the existing job 
 
The same way as IWE measure, the MSQ measure has also been modified 
as follows: 
1. I look forward to come to work everyday 
2. I talk about my job with my family and friends 
3. My job provides me with ample opportunity to use my abilities 
4. I have sufficient freedom to use my judgment on my job 
5. My job provides me enough flexibility  to choose any method of doing the 
job 
6. I get a feeling of accomplishment from my job 
7. At the end of each working day, I feel that the day has been well spent 
8. If I were to start my career again, I would choose this job 
9. If other people can get a job like mine, they would be very lucky 
10. I am satisfied with my job 
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3. Organizational Commitment Measure 
Organizational commitment was measured by using the questionnaire 
developed by Mowday, Steers, and Porter143. They named the questionnaire as 
Organizational Commitment Questionnaire or in short OCQ. This measure is used 
because it is the most widely used measure of organizational commitment that has 
more acceptable psychometric properties.144 Its reliability and validity have been 
established. 
 
With regard above statements, a parallel measure developed in Great 
Britain for use with blue collar workers has shown that OCQ to be 
psychometrically adequate and stable.145 In the Asian context, in India, the OCQ 
has also been used in the study of the impact of leadership behavior on 
salespersons’ organizational commitment.146 Further, a number of research studies 
in Malaysia have also proven the consistency of the OCQ. 
1. I don't find any similarity between my goals and those of my organization 
2. I feel very little loyalty to my organization 
3. I would accept almost any type of job assignment in order to keep working 
for my organization 
4. I find that my values and my organization's values are very similar 
5. I am proud to tell others that I am part of my organization 
6. I try my best to improve my job performance 
7. I always avoid absenteeism and tardiness in my job 
8. I really care about the fate of my organization 
9. I like to contribute an extra effort for the success of my organization 
10. I decide to work in this organization for the next several years 
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To ease the respondents in answering the questionnaire, all the statements 
in the questionnaire were positively worded. The five points scale as in Islamic 
work ethic, job satisfaction and organizational commitment is used to indicate 
respondent's agreement or disagreement with each of the statements. 
 
4. Demographic Characteristics  
To provide some control for extraneous sources of variance in analyses 
and to detect any associating effects, variables such as gender, age, marital  status, 
level of education, monthly income, and working experience were included in the 
analysis. The demographic variable is one that has a strong contingent effect on 
the independent variable-dependent variable relationship.147 
 
D.  Research Design 
 Systematic steps in conducting this study are strongly required. Therefore, 
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Figure 2: Research Design 






























1. Instruments Test: 
- Validity and Reliability Test 
2. Hypotheses and Modeling Test: 
-Factor Analysis, Test of Good Fitness, and 
SEM Analysis. 







1. Research Model 
 The following path model is derived from the theoretical framework which 






















Figure 3: Research Path Model 
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 From the above research model, these are the structural equation model 
produced to conduct the study: 
 
a. Z = αX + βY + ε 
b. Y = αX + ε 
 
Symbols information: 
Z  =    Organizational Commitment 
Y  =    Job Satisfaction 
X  =    Islamic Work Ethic 
α   =     Direct relationships between exogenous variable and endogenous variable,       
i.e. X to Z and X to Y. 
β   =     Direct relationships between exogenous variable and endogenous variable,    
 i.e. X to Z and X to Y. 
ε    =    Error Term 
 
 In addition, to investigate the moderating effects of respondents’ 
demographic factors/variables (DF), the following models have been formed: 
 
Model 1. 
   Y = α + β1X + β2DF + β3 X* DF + ε 
 
Model 2. 
   Z = α + β1X + β2DF + β3 X* DF + ε 
 
Where DF is demographic factors (variables). 
 
Model 1 examines the moderating effects of demographic factors on the 
relationship between Islamic work ethic and job satisfaction. Model 2 elaborates 
the moderating effects of demographic factors on the relationship between Islamic 




E. Variables’ Operational Definition 
 Due to the latent nature of the variables, this research would utilize several 
indicators that represent the intrinsic natures of the variables which are 
scientifically measureable. 
 
1. Islamic Work Ethic 
 Islamic work ethic variable would be measured by seventeen short version 
indicators adopted from Islamic Work Ethic (IWE) Questionnaire developed by 
Ali which had been frequently used in many studies such as conducted by Ali, (in 
1992 and 1995)148, Yousef, 2001(a,b)149, and Ali and Al Kazemi150. 
 
 Operational definition for Islamic work ethic derived from employees’ 
statements regarding Islamic ethical conduct in their work place which are coded 
with “X” with the following indicators: 
X1  :  I don’t like to laze at work 
X2  :  I dedicate myself wholeheartedly to work 
X3  :  I work well to benefit myself and others 
X4 :   I act in justice and generosity during work to realize social welfare 
X5 :   I work out of my own needs as a contribution to social welfare 
X6  :   I always work with all of my best 
X7 :  Work is not an end in itself rather I treat it as means to foster personal 
growth and social relations 
X8  :  I feel life has no meaning without work 
X9  :  I believe that more leisure time is not good for society 
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X10 :  I really emphasize and encourage human relations in organization 
X11 :  Work enables me to control nature 
X12 :  Creative work is a source of my happiness and accomplishment 
X13 :  I believe that any working person is more likely to get ahead in life 
X14 :  Work gives me chance to be autonomous and self reliant 
X15 :  According to me, a successful person is the one who meets deadlines at 
work 
X16 :  I constantly work hard to meet responsibilities 
X17 :  I believe that the value of work is derived from the accompanying intention 
rather than results 
 
2. Job Satisfaction 
 The ten-item short version of Minnesota Satisfaction Questionnaire or 
‘MSQ’151 used to measure employees’ job satisfaction variable. Operational 
definition for job satisfaction extracted from employees’ opinions on how 
satisfied they are with their jobs which are coded with “Y”, and the indicators are 
as follow: 
Y1  :   I look forward to come to work everyday 
Y2  : I talk about my job with my family and friends 
Y3  : My job provides me with ample opportunity to use my abilities 
Y4  : I have sufficient freedom to use my judgement on my job 
Y5  : My job provides me enough flexibility  to choose any method of doing the 
job 
Y6  : I get a feeling of accomplishment from my job 
Y7  : At the end of each working day, I feel that the day has been well spent 
Y8  : If I were to start my career again, I would choose this job 
Y9  : If other people can get a job like mine, they would be very lucky 
Y10:   I am satisfied with my job 
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3. Organizational Commitment 
 Employees’ commitment to the organizations would be measured using 
questionnaire developed by Mowday, Steers, and Porter152 which also called as 
Organizational Commitment Questionnaire or in short OCQ. 
 
 The operational definition for organizational commitment taken from 
employees’ perceptions on how committed they are with their current 
organizations which are coded with “Z”, and the indicators are: 
Z1  :  I  find similarities between my goals and those of my organization 
Z2  :  I am very much loyal to my organization 
Z3 :    I would accept almost any type of job assignment in order to keep working 
for my organization 
Z4  :  I find that my values and my organization's values are very similar 
Z5  :  I am proud to tell others that I am part of my organization 
Z6  :  I try my best to improve my job performance 
Z7  :  I always avoid absenteeism and tardiness in my job 
Z8  :  I really care about the fate of my organization 
Z9  :  I like to contribute an extra effort for the success of my organization 
Z10 : I decide to work in this organization for the next several years 
 
F. Data Test Analysis 
 After completion of questionnaires, the data is collected from the 
respondents and then analyzed using the statistical tools. However, before further 
analyzing the statistical outputs, preliminary test should be done to ensure that the 
data being collected are valid and compliant to statistical terms and conditions. 
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1. Validity Test 
Testing the validity of the data is eventually exercised to ensure that the 
questionnaires distributed to the respondents are containing appropriate statements 
to measure certain variables. In this way, the questionnaire would be treated as a 
valid measurement tool of variables being studied. 
 
A way to perform that test is by calculating the correlation among the 
statements with total score using the formula of ‘product moment’ correlation 
technique. 
 
                n ( ΣXY ) - ( Σ X.ΣY )  
 r   =      
√[ ( nΣX² – (ΣX)² ] [(nΣY² – (ΣY)² ]   
 
 
2. Reliability Test 
Cronbach Alpha is usually used to evaluate the consistency of the 
indicators found in the questionnaire. Cronbach Alpha coefficients are established 
to check the inter-item consistency reliability of the dependent and independent 
variables for this study. It is aimed to serve information on how reliable is the 
questionnaire, that means if the questionnaire employed several times, it would 
produce the same result. 
 
The formula is as seen below: 
 
r 11= ( k/k-1) ( 1 – Στ2b / τ2t)  
 
Where: 
 r 11 = instrument reliability  
 k     = number of indiators (statements)  
 τ2t  = total variant  
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 τ2b = sum of variant  
 
While the variant formula used is:  
    ΣX2 - (ΣX)2 / n  
 τ2 =  
     n  
Where:  
 n = Number of sample  
 X = the score value chosen   
 
G. Data Analysis Methods 
 By executing the statistical tools applications, the methods of analyzing 
the data would be performed in two ways: 
 
1. Statistic Descriptive Analysis 
 The statistical outputs used to analyze and describe the data characteristics, 
without testing and discussing the hypotheses, forecasting, or summarizing inter-
relationships between variables called as descriptive analysis. It is simply 
elaborating the numerical measurement of central tendency, disperse and 
distribution of data.153 
 
 Central tendency measures the centralization of data and the following 
measurements are usually used: 
1. Mean/average; is the measureable average value of data. 
2. Median; is the middle value of data order from the least to the most. 
3. Modus; is most frequent value appears in the data. 
 
                                                            
153
 C.Trihendradi, (2013). Step By Step IBM SPSS 21: Analisis Data Statistik, Yogjakarta: 
Penerbit Andi, pp.69-70 
  
75 
While disperse measures the dispersion of data and the measurements used 
to use are: 
1. Standard deviation; is the rigid deviation values. 
2. Variant; is the square value of standard deviation. 
3. Standard error mean (S.E mean); is estimated standard deviation of the 
average distribution attained from the sample taken randomly and 
continuously from the population. 
 
2. Structural Equation Modeling (SEM) Analysis 
 Why SEM? There are two main reasons why SEM is preferred to be 
employed in a research: 
1. SEM has an ability to estimate the multiple-relationships between 
variables in the form of structural model; (i.e. the relationships between 
dependent and independent constructs). 
2. SEM has also an ability to describe the pattern of the relationship between 
latent constructs and the manifest variables or indicator variables.  
 
Therefore, SEM is an up-to-date model of path analysis and multiple 
regressions with multivariate model analysis. However, SEM is having stronger 
analyzing and predicting power compared to path analysis and multiple regression 
due to its ability to analyze up to the most detail variables or construct. Hence, 
SEM is more comprehensive in explaining the research phenomenon. In the other 
hand, path analysis and multiple regressions are able to analyze the latent variable 
only; therefore, the empirical phenomenon of every single indicator of the latent 
variables remained unexplained.  
 
In the other words, compared to path analysis and multiple regressions, 
SEM is far better due to its ability to analyze the data more comprehensive, whilst 
path analysis and multiple regressions analyze only the total score of the variables 
which is the sum of the instrument items of the research. Therefore, path analysis 
and multiple regressions are actually utilized to analyze the latent variables 
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(unobserved variables). In the other side, SEM examines every item’s scores of 
the statements of research variables instruments. These instrument items are called 
as manifest variable (observed) or indicators of construct or latent variables in 
SEM analysis.154 
 
Frankly speaking, unlike path analysis and multiple regressions, SEM 
enables the user to analyze several complicated relationships simultaneously, as 
well as to estimate different regression equation models which are interrelated to 
one another. These interconnections enable an independent variable in one path 
model becoming a dependent variable in another path. 
 
Structural Equation Modeling (SEM) was deployed to observe the 
relationship among the construct. Whereby, Partial Least Square (PLS) was used 
to generate measurement and structural models. The software being employed 
called as Smart PLS version 3.0. Frequency distribution was used to describe the 
sample. Regression analysis with moderating Effects is also used to analyze the 
data i.e. Hierarchical Regression. Cronbach Alpha coefficients are established to 
check the inter-item consistency reliability of the dependent and independent 
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DATA ANALYSIS AND FINDINGS 
 
A. A Glance on Research Location 
In the ancient time, the city of Medan155 was known as Tanah Deli, the 
land was swampy with approximately 4000 ha. Several rivers crossed the city of 
Medan and end up to the Malacca Strait. The rivers are Sei Deli, Sei Babura, Sei 
Sikambing, Sei Denai, Sei Putih, Sei Badra, Sei Belawan and Sei Sulang Saling / 
Sei Kera (“Sei” means river). 
 
Guru Patimpus is widely known to be the first person who made Medan as 
a village, because it is located in Tanah Deli, therefore since the colonial period 
people always combined Medan with Deli (Medan-Deli). However, after 
Independence Day of Republic of Indonesia, the name of Medan Deli became less 
popular and gradually vanished. 
 
Formerly, people named the area between the Ular River/”Sungai Ular” 
(Deli Serdang) upto the Wampu River/”Sungai Wampu” in Langkat as Tanah 
Deli, in fact the Deli Sultanate’s territory, who was in power at that time, actually 
did not cover the area between the two rivers. 
 
According to Volker, in 1860 Medan was a huge jungle, surrounded by 
settlements of the people came from Tanah Karo and Malaya peninsula especially 
at the river estuaries. In 1863 the Dutch began to open the tobacco plantation in 
Deli which had become the pride of Tanah Deli at that time. Since then the 
economy continues to grow and Medan becoming the center of government 
administration and economic activities in North Sumatera. 
 
The overall type of land in the Deli area consists of clay, sandy soil, mixed 
soil, black soil, brown soil and red soil. The study of Van Hissink in 1900 was 
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followed by Vriens' research in 1910 which discovered a different and specific 
type of clay. This specific clay was found in a region called “Bakaran Batu” (now 
Southeast Medan or Menteng/Medan Tenggara). People burn high quality bricks, 
and one brick factory at that time is Deli Klei. 
 
In the beginning of its development, there was a small village called 
"Medan Putri". The growth of "Medan Putri" was inseparable from its strategic 
position, located at the confluence of Deli River and Babura River, not so far from 
Putri Hijau Street right now. In the past, the two rivers were fairly busy trade 
traffic. Therefore, "Medan Putri" village considered to be the origin of the current 
city of Medan. 
 
As for the population number, in 2015 there were 2,210,624 people of 
Medan, among them 1,091,937 (49,4%) were male and 1,118,687 (50,6%) were 
female of the total population of Medan. 
 
In terms of economy, especially the banking sector (financial services), 
there are numbers of conventional as well as sharia banks (Islamic banks) found in 
Medan. Therefore, in view of providing a wider banking services alternative to 
Indonesian economy, the development of Islamic banking in Indonesia is 
implemented under dual banking system in compliance with the Indonesian 
Banking Architecture (API).156 Islamic banking and conventional banking 
systems jointly support a wider public fund mobilization in the framework of 
fostering financing capability of national economic sectors. 
 
The characteristic of Islamic banking operation is based on partnership and 
mutual benefits principle provides an alternative banking system with mutual 
benefits both for the public and the bank. This system will give priorities to 
aspects related to fairness in transaction and ethical investment by underlining the 
values of togetherness and partnership in production, and by avoiding any 
speculative activity in financial transaction. By providing various products and 
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banking services supported by various financial scheme, Islamic banking will be a 
credible alternative that can be benefited by all of Indonesian people without 
exception. 
 
In the context of macro-economic management, an extensive use of 
various Islamic financial products and instrument will help attaching financial 
sector and real sector and create harmonization between the two sectors. In 
addition to support financial and business the widely use of Islamic product and 
instrument will also reduce speculative transactions in thus the economy supports 
the stability of overall financial system. At the end, the Islamic banking will 
significantly contribute to the achievement of mid-long term price stability. 
 
The enactment of Act no. 21 of 2008 issued on July 16, 2008 has provided 
a more adequate legal base to the development of Islamic banking in Indonesia, 
and consequently will accelerate the growth of the industry. With an impressive 
development progress reaching an annual average asset growth of more than 65% 
in the last five years, it is expected that Islamic banking industry will have a more 
significant role in supporting national economy. 
 
In line with the concrete efforts in developing Islamic banking in 
Indonesia, Bank Indonesia has formulated a Grand Strategy of Islamic Banking 
Market Development, as a comprehensive strategy of market development 
covering strategic aspects, such as: determining the vision of 2010 as the leading 
Islamic banking industry in ASEAN, creating the new image of inclusive and 
universal Islamic banking, mapping a more accurate market segment, developing 
more various products, improving services as well as adopting new 
communication strategy of Islamic banking by positioning it as a beyond banking 
position. (Islamic banking is more than just a bank). 
 
Therefore, an extensive research on sharia bank is extremely needed to 
elevate the role of Islamic bank itself in every angle of economic activities as well 
as to contribute in developing the national economy of Indonesia. 
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B. Profile of Respondents 
Respondents of this research are the employees of the private as well as 
public sharia banks in Medan. Thus, the unit of analysis of this research is 
individual employee of Islamic bank in Medan. There were 290 questionnaires 
had been distributed personally by the researcher and with the help of fellows and 
colleagues to various Islamic banks in Medan such as Bank Sumut Syariah, Bank 
Syariah Mandiri (BSM), Bank Negara Indonesia (BNI) Syariah, Bank Rakyat 
Indonesia Syariah (BRIS), Bank Muamalat, OCBC NISP Syariah, BUKOPIN 
Syariah, Bank Permata Syariah, CIMB Niaga Syariah, and Bank Aceh Syariah. 
To ensure the validity of the data received, the questionnaires were returned along 
with research acceptance/approval letters from respective institutions. 
 
From 290 questionnaires distributed to the respondents, 217 questionnaires 
were returned in complete answer, other 6 questionnaires were returned in 
incomplete answer, and 9 questionnaires were returned after the completion of 
data analysis. Thus, total actual returned questionnaires were 232 copies, while 
another 58 copies were not returned until the whole data is processed. Therefore, 
it can be stated that the questionnaires turnover percentage is 80%. Although 
objection and rejection did happen during the distributions of the questionnaires.  
Table 5: Questionnaires Level of Turnover 
No. Questionnaire status Number of 
copies 
Percentage 
1. Returned in complete answer 217 74,83% 
2. Returned in incomplete answer 6 2,07% 
3. Returned after data processing 9 3,10% 
4. Not returned 58 20,00% 
Total distributed questionnaires 290 100% 
    
Respondents’ profiles mentioned in the questionnaires include gender, age, 
marital status, level of education, monthly salary received, and length of working 
experience in their current organizations. The following descriptions elaborate in 




1. Bank Rakyat Indonesia Syariah (BRIS) 
Table 6: Profile of Respondents of BRIS 













1. 20 – 29 years 
2. 30 – 39 years 
3. 40 – 49 years 












































5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
3. Rp. 5,1 – 7 millions 
4. Rp. 7,1 – 9 millions 
5. Rp. 9,1 – 12 millions 

















6.  Length of working experience: 
1. Less than 1 year 
2. 1 – 4 years 
3. 5 – 10 years 
4. 11 – 15 years 
















The above table has shown there are 42 respondents of Bank Rakyat 
Indonesia Syariah (BRIS) (19,35% of total respondents of this research). Actually, 
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the highest response rate in this research came from this bank, unfortunately some 
of questionnaires were returned in incomplete answer. 
 
Out of 42 respondents, 24 (57,1%) respondents are male and 18 (42,9%) 
are female. From respondents’ age side, there are 19 respondents in the age 
between 20 – 29 years (45,2%), 22 respondents in the age between 30 – 39 years 
(52,4%), only 1 respondent in the age between 40 – 49 years (2,4%), and none of 
them in the age of 50 years and above. 
 
In case of marital status none of them is divorced, 12 respondents are 
single (28,6%) and 30 respondents are married (71,4%). As for their level of 
education, 5 of them are diploma (11,9%), 31 bachelors (73,8%), and 6 masters 
(14,3%). Especially for level of education, in fact, no single respondent in this 
research out of 217 respondents is in doctoral (PhD) level. 
 
Monthly income of the respondents varies from one to another. Out of 42 
respondents, 12 respondents receive less than Rp.3 millions a month (28,6%), 18 
respondents receive between Rp.3 – 5 millions (42,9%), 7 respondents receive 
between Rp.5,1 – 7 millions (16,7%), 2 respondents receive between Rp.7,1 – 9 
millions (4,8%), 3 respondents receive between Rp.9,1 – 12 millions (7,1%), and 
none receives above Rp.12 millions a month. 
 
Finally, as respondents’ monthly income, their length of working 
experience also varies. Anyway, there are only 2 respondents serve less than a 
year (4,8%), 19 respondents serve between 1 – 4 years (45,2%), 20 respondents 
serve between 5 – 10 years (47,6%), and only 1 respondent serves between 11 – 






2.  Bank SUMUT Syariah 
Table 7: Profile of Respondents of Bank SUMUT Syariah 













1. 20 – 29 years 
2. 30 – 39 years 
3. 40 – 49 years 












































5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
3. Rp. 5,1 – 7 millions 
4. Rp. 7,1 – 9 millions 
5. Rp. 9,1 – 12 millions 

















6.  Length of working experience: 
1. Less than 1 year 
2. 1 – 4 years 
3. 5 – 10 years 
4. 11 – 15 years 
















There are 19 respondents of Bank SUMUT Syariah in this research (8,75% 
of total respondents) as can be seen from table 7. Here are two state owned 
companies in this research, Bank SUMUT Syariah and Bank Aceh Syariah, the 
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former is owned by the Government of the Province of North Sumatera and the 
later is owned by the Government of Nanggroe Aceh Darussalam (NAD). 
 
Out of 19 respondents, 13 (68,4%) respondents are male and 6 (31,6%) are 
female. Respondents are available in every range of age in the questionnaire. 
There are 4 respondents in the age between 20 – 29 years (21,1%), 13 respondents 
in the age between 30 – 39 years (68,4%), and in the age between 40 – 49 years 
and 50 years and above, there is only 1 respondent respectively (5,3%). 
 
In case of marital status none of them is divorced, only 1 respondent is 
single (5,3%), while the rest 18 respondents are married (94,7%). Interestingly, 
level of education of all respondents in this particular bank is 100% bachelor, no 
diploma, master or doctor. 
 
From respondents’ monthly income point of view, none of them receives 
below Rp.3 millions a month, and only 1 of them receives between Rp.3 – 5 
millions a month (5,3%), 7 respondents receive between Rp.5,1 – 7 millions 
(36,8%), 6 respondents receive between Rp.7,1 – 9 millions (31,6%), 3 
respondents receive between Rp.9,1 – 12 millions (15,8%), and 2 respondents 
receive above Rp.12 millions a month (10,5%).  
 
Finally, no respondent serves less than a year of working experience, only 
one of them serves between 1 – 4 years (5,3%), 11 respondents serve between 5 – 
10 years (57,9%), 6 respondent serve between 11 – 15 years (31,6%), and one of 











3.  OCBC NISP Syariah 
Table 8: Profile of Respondents of OCBC NISP Syariah 













1. 20 – 29 years 
2. 30 – 39 years 
3. 40 – 49 years 












































5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
3. Rp. 5,1 – 7 millions 
4. Rp. 7,1 – 9 millions 
5. Rp. 9,1 – 12 millions 

















6.  Length of working experience: 
1. Less than 1 year 
2. 1 – 4 years 
3. 5 – 10 years 
4. 11 – 15 years 
















Out of 217 respondents, 6 respondents came from OCBC NISP Syariah 
(2,76% of total respondents of this research). Not much, but quite reasonable and 
representative from private Islamic banks point of view. The respondents consist 
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of 5 males (83,3%) and 1 female (16,7%). No respondent aged above 40 years, 2 
of them aged between 20 – 29 years (33,3%) and 4 respondents aged between 30 
– 39 years (66,7%). 
 
There are no divorced respondent as well, half of them is single and 
another half is married (50% respectively). Among them, there is only 1 master 
(16,7%) and the rest is bachelor (83,3%) without diploma. 
 
Monthly income of the respondents varies from one to another too. 
Nobody receives less than Rp.3 millions, or between Rp.7,1 – 9, or 9,1 - 12 
millions a month. Only 2 of them receive between Rp.3 – 5 millions (33,3%), 1 
respondent receives between Rp.5,1 – 7 millions (16,7%), and 3 respondents 
receive above Rp.12 millions (50%) a month. Interestingly, this indicates the 
respondents come from lower, middle, and high level employees. 
 
The length of working experience of the respondents distributed evenly 
between 1 – 4 years and 5 – 10 years (50% respectively). Therefore, none of them 
serves less than a year or above 10 years of working experience. 
 
4. Bank BUKOPIN Syariah 
Table 9: Profile of Respondents of Bank BUKOPIN Syariah 
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5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
3. Rp. 5,1 – 7 millions 
4. Rp. 7,1 – 9 millions 
5. Rp. 9,1 – 12 millions 

















6.  Length of working experience: 
1. Less than 1 year 
2. 1 – 4 years 
3. 5 – 10 years 
4. 11 – 15 years 
















The next 8 respondents came from Bank BUKOPIN Syariah (3,68% of 
total respondents). The respondents consist of 3 males (37,5%) and 5 females 
(62,5%). No respondent aged above 40 years, 7 of them aged between 20 – 29 
years (87,5%) and only 1respondent aged between 30 – 39 years (12,5%). 
 
There are no divorced respondent as well, 6 of them are single (75%) and 
the other 2 are married (25%). Among them, 2 are diploma (25%), 5 are bachelor 
(62,5%), and 1 master respondent. 
 
Out of 8 respondents, 7 of them earn between Rp.3 – 5 millions per month 
(87,5%) and  only 1 respondent earn between Rp.5,1 – 7 millions per month 
(12,5%). That means no respondent earn less than or more than the above range of 
monthly income. 
 
The respondents serve in various length of working experience, 1 
respondent serves less than a year (12,5%), 6 serve between 1 – 4 years (75%), 
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another 1 respondent serve between 5 – 10 years (12,5%), and none of them 
serves more than 10 years of working experience. 
 
5. Bank Permata Syariah 
Table 10: Profile of Respondents of Bank Permata Syariah 
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5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
3. Rp. 5,1 – 7 millions 
4. Rp. 7,1 – 9 millions 
5. Rp. 9,1 – 12 millions 

















6.  Length of working experience: 
1. Less than 1 year 
2. 1 – 4 years 
3. 5 – 10 years 
4. 11 – 15 years 


















Interestingly, from 7 respondents of Bank Permata Syariah, all of them are 
male (3,22% of total respondents), 2 respondents aged between 20 – 29 years 
(28,6%) and the other 5 respondents aged between 30 – 39 years (71,4%). Hence, 
none of them aged above 49 years old. 
 
Among them, 3 are single (42,9%), 4 are married (57,1%), and none is 
divorced. The same pattern does exist in the level of education, where 3 of them 
are diploma (42,9%), 4 of them are bachelor (57,1%), and no master. 
 
A unique pattern comes from monthly income profile of respondents. In 
this case, the respondents consist of those employees who receive all type of 
income classification except Rp.7,1 – 9 millions. There are 2 respondents receive 
less than Rp.3 millions and the other 2 respondents receive between Rp.3 – 5 
millions a month (28,6% respectively). Meanwhile, 1 respondent receives Rp.5,1 
– 7 millions, another 1 respondent receives Rp.9,1 – 12 millions, and the last one 
receive above Rp.12 millions a month (14,3% respectively). 
 
Finally, no respondent serves less than a year or above ten years of 
working experience, there are only 4 of them serve between 1 – 4 years (57,1%) 
and  the other 3 respondents serve between 5 – 10 years (42,9%). 
 
6. CIMB Niaga Syariah 
Table 11: Profile of Respondents of CIMB Niaga Syariah 
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5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
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6.  Length of working experience: 
1. Less than 1 year 
2. 1 – 4 years 
3. 5 – 10 years 
4. 11 – 15 years 
















If we look at the above table, some similarities in profiles do exist between 
the respondents of CIMB NIAGA Syariah and the former Bank BUKOPIN 
Syariah. There are 8 respondents of CIMB NIAGA Syariah contributed in this 
research (3,68% of total respondents). The respondents consist of 6 males (75%) 
and 2 females (25%). As it was in Bank BUKOPIN Syariah, there is also no 
respondent of CIMB NIAGA Syariah aged above 40 years, 2 of them aged 
between 20 – 29 years (25%) and 6 respondents aged between 30 – 39 years 
(75%). 
 
There are no divorced respondent as well, 2 of them are single (25%) and 
the other 6 are married (75% ). Also among them, 2 are diploma (25%), 6 are 




Out of 8 respondents, 2 of them earn between Rp.3 – 5 millions per month 
(25%) and  4 respondents earn between Rp.5,1 – 7 millions per month (50%), and 
the rest 2 respondents earn between Rp. 7,1 – 9 millions per month. That means 
no respondent earn less than or more than the above ranges of monthly income. 
 
The respondents serve in various length of working experience, 3 
respondents serve less than a year (37,5%), 4 serve between 1 – 4 years (50%), 
another 1 respondent serve between 5 – 10 years (12,5%), and none of them 
serves more than 10 years of working experience. 
 
7. Bank Negara Indonesia (BNI) Syariah 
Table 12: Profile of Respondents of Bank Negara Indonesia (BNI) Syariah 
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5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
3. Rp. 5,1 – 7 millions 
4. Rp. 7,1 – 9 millions 















6. Above Rp.12 millions 2 
Total = 42 
4,8 
Total =100 
6.  Length of working experience: 
1. Less than 1 year 
2. 1 – 4 years 
3. 5 – 10 years 
4. 11 – 15 years 
















There are as many as 42 respondents of Bank Negara Indonesia (BNI) 
Syariah replied the questionnaires. The total number of respondent is the same it 
was in Bank Rakyat Indonesia Syariah (BRIS) (19,35% of total respondents of 
this research).  
 
However, more than 2/3 of respondents are male (29 respondents which 
are equal to 69% of total respondent of this bank) and less than 1/3 of them are 
female (13 respondents which are equal to 31% of total respondent of this bank).  
 
The respondents consist of all range of age classification, although it is 
dominated by 30 respondents aged between 20 – 29 years (71,4%), 6 respondents 
aged between 30 – 39 years (14,3%), 5 respondents aged between 40 – 49 years 
(11,9%), and only one of them aged above 49 years (2,4%). 
 
In case of marital status, none of them is divorced, 26 respondents are 
single (61,9%) and 16 respondents are married (38,1%). All of the respondent are 
bachelor degree holder (41 respondents which are equal to 97,6%) except one is 
diploma certificate holder (2,4%). 
 
Respondents found to be the receivers of various monthly income 
classifications. Out of 42 respondents, 14 respondents receive less than Rp.3 
millions a month (33,3%), 22 respondents receive between Rp.3 – 5 millions 
(52,9%), only 1 respondent receives between Rp.5,1 – 7 millions and another one 
receives between Rp.7,1 – 9 millions (2,4% respectively), and 2 respondents 
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receive between Rp.9,1 – 12 millions and the other 2 receive above Rp.12 
millions a month (4,8% respectively). 
 
As in monthly income, the respondents also consist of employees with 
various length of working experience classifications. There are as many a 14 
respondents serve less than a year (33,3%), 22 respondents serve between 1 – 4 
years (52,4%), only 1 respondent serves between 5 – 10 years (2,4%), 3 
respondent serve between 11 – 15 years (7,1%), and 2 respondents serve more 
than 15 years (4,8%). 
 
8. Bank Muamalat 
Table 13: Profile of Respondents of Bank Muamalat 
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5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
3. Rp. 5,1 – 7 millions 
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6. Above Rp.12 millions 2 
Total = 39 
5,1 
Total =100 
6.  Length of working experience: 
1. Less than 1 year 
2. 1 – 4 years 
3. 5 – 10 years 
4. 11 – 15 years 
















Bank Muamalat as the oldest Islamic bank in Indonesia also contributed to 
this research. There are as many as 39 respondents replied the questionnaires 
(17,97%). Out of 39 respondents, 22 are male and 17 are female (equal to 56,4% 
and 43,6% respectively). 
 
Among them, 17 respondents aged between 20 – 29 years (43,6%), 19 
respondents aged between 30 – 39 years (48,7%), 3 respondents aged between 40 
– 49 years (7,7%), and none of them aged above 49 years. 
 
Interestingly, in case of marital status, out of 217 respondents of this 
research, only one of them is divorced which came from this bank. This sincere 
willingness of real profile exposure is highly appreciated. Among them, 13 
respondents are single (33,3%) and 25 respondents are married (64,1%) and 1 
respondent is divorced (2,6%). In term of respondents’ level of education, 4 of 
them are diploma (10,3%), 33are bachelor (84,6%), and 2 respondents are master 
(5,1%). 
 
As it was in BNI Syariah, respondents of Bank Muamalat also found to be 
the receivers of all monthly income classification. Out of 39 respondents, 2 
respondents receive less than Rp.3 millions a month (5,1%), 8 respondents receive 
between Rp.3 – 5 millions (20,5%), 9 respondents receive between Rp.5,1 – 7 
millions (23,1%), 13 respondents receive between Rp.7,1 – 9 millions (33,3%), 5 
respondents receive between Rp.9,1 – 12 millions (12,8%) and the other 2 




Another similarity, as in monthly income, the respondents also consist of 
employees with various length of working experience classifications. There are 5 
respondents serve less than a year (12,8%), 18 respondents serve between 1 – 4 
years (46,2%), 14 respondents serve between 5 – 10 years (35,9%), and there is 
only 1 respondent who serves between 11 – 15 years as well as more than 15 
years of working experience (2,6% respectively). 
 
9. Bank Syariah Mandiri (BSM) 
Table 14: Profile of Respondents of Bank Syariah Mandiri (BSM) 
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5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
3. Rp. 5,1 – 7 millions 
4. Rp. 7,1 – 9 millions 
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6.  Length of working experience: 
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Bank Syariah Mandiri (eventually called BSM) is one of the biggest sharia 
banks in Indonesia. There are 27 respondents of this bank have contributed to the 
research. Out of 27 respondents, 16 of them are males (59,3%) and 11 of them are 
females (40,7%). 
 
The respondents are dominated by younger employees. More than half of 
them (14 respondents) are the employees in the age of 20 – 29 years (51,9%), 8 
respondents are in the age of 30 – 39 years (29,6%), 4 of them aged between 40 – 
49 years (14,8%), and only 1 respondent aged more than 49 years old (3,7%). 
 
Among them, 5 respondents are single (18,5%), 22 respondents married 
(81,5%), and none is divorced. However, in terms of level of education, there are 
three classifications, 2 respondents are diploma (7,4%), 23 respondents are 
bachelor (85,2%), and the other 2 respondents are master (7,4%). 
 
Among all income classifications, there isn’t a single respondent receive 
Rp.7,1 – 9 millions a month. There are 5 respondents receive less than Rp.3 
millions a month (18,5%), 15 respondents receive between Rp.3 – 5 millions 
(55,6%), 3 respondents receive Rp.5,1 – 7 millions and the other 3 respondents 
receive Rp.9,1 – 12 millions (11,1% respectively), and another one respondent 
receives above Rp.12 millions a month (3,7%). 
 
As for respondents’ length of working experience, there are 2 of them 
serve between less than a year (7,4%), 11of them serve between 1 – 4 years 
(40,7%), 12 of them serve between 5 – 10 years (44,4%), 2 respondents serve 11 – 





10. Bank Aceh Syariah 
Table 15: Profile of Respondents of Bank Aceh Syariah 
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5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
3. Rp. 5,1 – 7 millions 
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5. Rp. 9,1 – 12 millions 

















6.  Length of working experience: 
1. Less than 1 year 
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3. 5 – 10 years 
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Bank Aceh Syariah is a state-owned bank just like bank SUMUT Syariah. 
There are 19 questionnaires were collected from this bank. Out of these 19 
questionnaires, 9 respondents are males (47,4%) and 10 respondents are females 
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(52,6%). Among them, 11 respondents aged between 20 – 29 years (57,9%), 6 
respondents aged between 30 – 39 years (31,6%), 2 respondents aged between 40 
– 49 years (10,5), and no respondent aged above 49 years old. 
 
Their marital status consists of 9 respondents are single (47,4%), 10 
respondents are married (52,6%) without divorced respondent. In case of level of 
education, there are three classifications too, 4 respondents are diploma (21,1%), 
12 respondents are bachelor (63,2%), and the other 3 respondents are master 
(15,8%). 
 
Interestingly, no respondent receives less than Rp.3 millions as well as 
Rp.9,1 – 12 millions a month. There are only 6 respondents receive between Rp.3 
– 5 millions a month (31,6%), 9 respondents receive Rp.5,1 – 7 millions (47,4%), 
and 2 respondents receive Rp.7,1 – 9 millions and the other 2 receive above Rp.12 
millions a month (10,5% respectively). 
 
Also, no respondent is having less than a year and above 15 years of 
working experience. Out of 19 respondents, there are only 11 of them serve 
between 1 – 4 years (57,9%), 7 respondents serve between 5 – 10 years (36,8%), 
and another one respondent serves between 11 – 15 years of working experience 
(5,3%). 
 
As conclusion to those profiles of respondents, a global description of all 
respondents’ profiles could be seen in the following table: 
 
Table 16: Profiles of Respondents of All Banks 
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5. Monthly income: 
1. Less than Rp. 3 millions 
2. Rp. 3 – 5 millions 
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The above table shows that more than half of the total respondents of this 
research are male. The respondents’ gender composition consist of 134 males 
(61,8%) and 83 females (38,2%). Table 15 also indicates that the younger 
employees dominate the response rate by 108 respondents aged between 20 – 29 
years (49,8%) and 90 respondents aged between 30 – 39 years (41,5%). While the 
rest, 16 respondents aged between 40 – 49 years (7,4%) and only 3 respondents 
aged above 49 years (1,4%). 
 
In case of marital status, more than sixty percent of total respondents are 
married. In detail, 80 respondents are single (36,9%), 136 respondents are married 




Out of 217 respondents, there isn’t any doctor (PhD) respondent. There are 
three level of education classifications of respondents instead, 23 respondents are 
diploma (10,6%), 179 respondents are bachelor (82,5%), and 15 respondents are 
master (6,9%). Hence, this research is dominated by bachelor degree respondents. 
 
Among them, 35 respondents receive monthly salary less than Rp.3 
millions (16,1%), 83 respondents receive between Rp.3 – 5 millions (38,2%), 43 
respondents receive between Rp.5,1 – 7 millions (19,8%), 26 respondents receive 
Rp.7,1 – 9 millions (12,0%), 17 respondents receive Rp.9,1 – 12 millions, and the 
other 13 respondents receive above Rp.12 millions a month (6,0% ). 
 
Finally, there are 27 respondents serve less than a year (12,4%), 99 
respondents serve between 1 – 4 years (45,6%), 73 respondents serve between 5 – 
10 years (33,6%), 14 respondent serves between 11 – 15 years (6,5%) and only 4 
respondents serve more than 15 years of working experience in their respective 
organizations (1,8%). 
 
C. Instruments Validity Test 
Validity test is required to ensure that all indicators used in a research are 
valid to measure certain variables. This test aimed to see the inter-item correlation 
towards variable total score. Initially, there are seventeen indicators (adopted as 
well as adapted from Ali) used to measure Islamic work ethic variable. 
Unfortunately, indicator number eight found to be invalid as an indicator for 
Islamic work ethic. Therefore, it was deleted from the data and the rest sixteen 
indicators are remaining. 
 
The next ten indicators are utilized to measure job satisfaction variable 
which are adopted from Minnesota Satisfaction Questionnaire (MSQ) and the 





Simplified output of SPSS 22 (can be seen at the attachments section) on 
validity of respective variables are depicted in the following tables: 
 







1. X1 ,534** ,000 217 
2. X2 ,619** ,000 217 
3. X3 ,512** ,000 217 
4. X4 ,638** ,000 217 
5. X5 ,701** ,000 217 
6. X6 ,548** ,000 217 
7. X7 ,628** ,000 217 
8. X8 ,417** ,000 217 
9. X9 ,609** ,000 217 
10. X10 ,593** ,000 217 
11. X11 ,668** ,000 217 
12. X12 ,461** ,000 217 
13. X13 ,577** ,000 217 
14. X14 ,591** ,000 217 
15. X15 ,584** ,000 217 
16. X16 ,482** ,000 217 
 







1. Y1 ,646** ,000 217 
2. Y2 ,621** ,000 217 
3. Y3 ,713** ,000 217 
4. Y4 ,752** ,000 217 
5. Y5 ,772** ,000 217 
6. Y6 ,770** ,000 217 
7. Y7 ,714** ,000 217 
8. Y8 ,731** ,000 217 
9. Y9 ,712** ,000 217 











Sig. (2-tailed) Total data 
1. Z1 ,751** ,000 217 
2. Z2 ,792** ,000 217 
3. Z3 ,764** ,000 217 
4. Z4 ,758** ,000 217 
5. Z5 ,734** ,000 217 
6. Z6 ,669** ,000 217 
7. Z7 ,549** ,000 217 
8. Z8 ,762** ,000 217 
9. Z9 ,815** ,000 217 
10. Z10 ,683** ,000 217 
 
The above three tables convey that the coefficient of inter-item correlation 
to total score of all variables is significant at 0.01 level (2-tailed) and r table of 
Pearson Product Moment value above 0,25. Therefore, all indicators utilized in 
this research found to be valid as a tool of measurement of the above variables. 
 
D. Instruments Reliability Test 
In case of reliability test, only valid items are fit to be tested. One invalid 
item of Islamic work ethic, as explained earlier, has been excluded during 
reliability test. Meanwhile, the rest twenty items are found to be valid and feasible 
to be further analyzed in reliability test. Therefore, as much as thirty six items are 
tested. In short, sixteen items on Islamic work ethic, ten items on job satisfaction, 
and ten items on organizational commitment. 
 
Reliability test analysis relies on Cronbach’s Alpha’s value. To be reliable 
instrument of measurement, Cronbach’s Alpha’s value should be at least equal to 
0,6157. Therefore, the higher the Cronbach’s Alpha’s value, the better. However, 
according to Sekaran158, reliability less than 0,6 means not good, equal to 0,7 
means acceptable, whilst greater than 0.8 means very good. 
                                                            
157
 Priyatno, D., (2012). ‘Cara Kilat Belajar Analysis Data dengan SPSS 20’, Andi 
Publisher, Yogyakarta, pp. 187. 
158
 Sekaran, U., (2003). ‘Research Method for Business, A Skill Building Approach’, John 
Wiley & Son, Inc., USA.  
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Here is the output of SPSS 22 (can be seen at the attachment section) on 
reliability test of all variables. The following table has been simplified to make the 
analysis easier to describe: 
 






1. Islamic Work Ethic (X) ,856 16 
2. Job Satisfaction (Y) ,889 10 
3. Organizational Commitment (Z) ,901 10 
 
Hence, looking at the above table, (without any excluded data in case 
processing summary (can be seen at the attachment section) with 100% valid 
cases or data i.e. 217 samples), all variables’ Cronbach’s Alpha’s values are 
greater than 0,8. This indicates that the variables’ indicators in the distributed 
questionnaires are extremely reliable and powerful as measurement tool of such 
research. 
 
E. Descriptive Analysis on Research Variables 
Through descriptive analysis, we try to explain the response patterns and 
percentage of respondents towards the research variables in the questionnaire. 
Therefore, a simple understanding on respondents’ perceptions and the way they 
behave towards Islamic work ethic, job satisfaction, and organizational 
commitment on respective respondents’ profiles could be attained. The forth 
coming tables have been modified from the original SPSS 22 output (can be seen 










1. Descriptive Analysis on Islamic Work Ethic 
Table 21: Respondents’ Profile towards Islamic Work Ethic 
Respondents’ profiles 









Male  1 (0,7%) 58 (43,3%) 75 (56,0%) 134 (100%) 
Female 0 (0,0%) 36 (43,4%) 47 (56,6%) 83 (100%) 
 217 (100%) 
Age 
20 - 29 years 1 (0,9%) 51 (47,2%) 56 (51,9%) 108 (100%) 
30 - 39 years 0 (0,0%) 38 (42,2%) 52 (57,8%) 90 (100%) 
40 - 49 years 0 (0,0%) 5 (31,3%) 11 (68,7%) 16 (100%) 
50 years and 
above 0 (0,0%) 0 (0,0%) 3 (100%) 3 (100%) 
 217 (100%) 
Marital 
status 
Single 1 (1,3%) 34 (42,5%) 45 (56,2%) 80 (100%) 
Married 0 (0,0%) 59 (43,4%) 77 (56,6%) 136 (100%) 
Divorced 0 (0,0%) 1 (100%) 0 (0,0%) 1 (100%) 
 217 (100%) 
Level of 
education 
Diploma 0 (0,0%) 15 (65,2%) 8 (34,8%) 23 (100%) 
Bachelor 1 (0,6%) 73 (40,8%) 105 (58,6%) 179 (100%) 
Master 0 (0,0%) 6 (40,0%) 9 (60,0%) 15 (100%) 
Doctor 0 (0,0%) 0 (0,0%) 0 (0,0%) 0 (0,0%) 
 217 (100%) 
Monthly 
income 
< Rp.3 millions 0 (0,0%) 16 (45,7%) 19 (54,3%) 35 (100%) 
Rp.3 – 5 millions 0 (0,0%) 39 (47,0%) 44 (53,0%) 83 (100%) 
Rp.5,1 - 7 
millions 1 (2,3%) 23 (53,5%) 19 (44,2%) 43 (100%) 
Rp.7,1 – 9 
millions 0 (0,0%) 4 (15,4%) 22 (84,6%) 26 (100%) 
Rp.9,1 – 12  
millions 0 (0,0%) 6 (35,3%) 11 (64,7%) 17 (100%) 
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> Rp.12 millions 0 (0,0%) 6 (46,2%) 7 (53,8%) 13 (100%) 




< 1 year 0 (0,0%) 9 (33,3%) 18 (66,7%) 27 (100%) 
1 – 4 years 0 (0,0%) 49 (49,5%) 50 (50,5%) 99 (100%) 
5 – 10 years 1 (1,4%) 33 (45,2%) 39 (53,4%) 73 (100%) 
11 – 15 years 0 (0,0%) 2 (14,3%) 12 (85,7%) 14 (100%) 
> 15 years 0 (0,0%) 1 (25,0%) 3 (75,0%) 4 (100%) 
 217 (100%) 
 
If we look at the above data, although the incompliant employees do exist 
in the table, however, statistically they can be neglected from the analysis. It’s 
because their percentage is very low. Therefore, table 21 indicates that majority of 
the Islamic banks employees in Medan are compliant to Islamic work ethic, and 
huge appreciation be upon them, in all respondents’ profiles categories, almost 
more than half of total respondents are found to be highly compliant employees to 
Islamic work ethic.  
 
In terms of gender, compliant males to Islamic work ethic are 43,3% and 
56,0% of them are highly compliant to it. While their female counterparts consist 
of 43,4% are compliant and 56,6% are highly compliant to Islamic work ethic. 
 
From the age side, the highest percentage of compliant employees to 
Islamic work ethic comes from the employees in the age of 20 – 29 years old by 
47,2%, while the highly compliant employees to Islamic work ethic comes from 
the employees in the age of 40 – 49 years old by 68,7%. 
 
Highest percentage in terms of marital status comes from single as well as 





Compliant employees to Islamic work ethic with diploma certificate 
getting the highest percentage of all level of education by 65,2%. While the highly 
compliant employees to Islamic work ethic with master degree getting the highest 
percentage of all level of education by 60,0% and followed by bachelor degree by 
58,6%. 
 
In the other hand, highest percentage of compliant employees to Islamic 
work ethic comes from employees with personal income between Rp. 5,1 – 7 
millions a month by 53,5%. While the highly compliant employees to Islamic 
work ethic with Rp. 7,1 – 9 millions of monthly income getting the highest 
percentage of all level of monthly income categories by 84,6% and followed by 
Rp. 9,1 – 12 millions of monthly income  by 64,7%. 
 
Finally, employees with 1 – 4 years of length of working experience 
getting the highest percentage by 49,5% in terms of compliant employees to 
Islamic work ethic. Meanwhile, employees with 11 – 15 years of length of 
working experience getting the highest percentage by 85,7% in terms of highly 
compliant employees to Islamic work ethic followed by above 15 years of 
working experience employees by 75.0%, although their numbers are very few. 
 
2. Descriptive Analysis on Job Satisfaction 
Table 22: Respondents’ Profile towards Job Satisfaction 
Respondents’ profiles Job Satisfaction Total Unsatisfied Satisfied Very satisfied 
Gender 
Male  6 (4,5%) 59 (44,0%) 69 (51,5%) 134 (100%) 
Female 4 (4,8%) 42 (50,6%) 37 (44,6%) 83 (100%) 
 217 (100%) 
Age 
20 - 29 years 5 (4,6%) 53 (49,1%) 50 (46,3%) 108 (100%) 
30 - 39 years 3 (3,3%) 40 (44,4%) 47 (52,2%) 90 (100%) 
40 - 49 years 2 (12,5%) 6 (37,5%) 8 (50,0%) 16 (100%) 
50 years and 
above 0 (0,0%) 2 (66,7%) 1 (33,3%) 3 (100%) 
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 217 (100%) 
Marital 
status 
Single 3 (3,8%) 44 (55,0%) 33 (41,3%) 80 (100%) 
Married 7 (5,1%) 56 (41,2%) 73 (53,7%) 136 (100%) 
Divorced 0 (0,0%) 1 (100%) 0 (0,0%) 1 (100%) 
 217 (100%) 
Level of 
education 
Diploma 3 (13,0%) 16 (69,6%) 4 (17,4%) 23 (100%) 
Bachelor 7 (3,9%) 80 (44,7%) 92 (51,4%) 179 (100%) 
Master 0 (0,0%) 5 (33,3%) 10 (66,7%) 15 (100%) 
Doctor 0 (0,0%) 0 (0,0%) 0 (0,0%) 0 (0,0%) 
 217 (100%) 
Monthly 
income 
< Rp.3 millions 2 (5,7%) 23 (65,7%) 10 (28,6%) 35 (100%) 
Rp.3 – 5 millions 4 (4,8%) 42 (50,6%) 37 (44,6%) 83 (100%) 
Rp.5,1 - 7 
millions 3 (2,3%) 13 (30,2%) 27 (62,8%) 43 (100%) 
Rp.7,1 – 9 
millions 1 (3,8%) 9 (34,6%) 16 (61,5%) 26 (100%) 
Rp.9,1 – 12  
millions 0 (0,0%) 7 (41,2%) 10 (58,8%) 17 (100%) 
> Rp.12 millions 0 (0,0%) 7 (53,8%) 6 (46,2%) 13 (100%) 




< 1 year 1 (3,7%) 12 (44,4%) 14 (51,9%) 27 (100%) 
1 – 4 years 3 (3,0%) 56 (56,6%) 40 (40,4%) 99 (100%) 
5 – 10 years 6 (8,2%) 28 (38,4%) 39 (53,4%) 73 (100%) 
11 – 15 years 0 (0,0%) 3 (21,4%) 11 (78,6%) 14 (100%) 
> 15 years 0 (0,0%) 2 (50,0%) 2 (50,0%) 4 (100%) 
 217 (100%) 
 
Compared to Islamic work ethic which is extremely few incompliant 
respondents, there are numbers of unsatisfied respondents of Islamic banks in 
terms of their job satisfaction in almost all respondents’ profiles categories. 
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Although they are not really much in terms of percentage, anyhow, a serious 
attention should be given.  
 
From gender side, led by very satisfied males to their jobs by 51,5% and 
followed by 44,0% of satisfied respondents. Unfortunately, there are 4,5% of 
unsatisfied males to their jobs. While their female counterparts consist of 50,6% 
are satisfied followed by 44,6% of very satisfied females and 4,86% of unsatisfied 
ones to their jobs. 
 
The highest percentage of very satisfied respondents come from the age 
between 30 – 39 years old respondents by 52,2% followed by 50,0% of 40 – 49 
years old respondents. Subsequently, satisfied respondents basically dominated by 
20 – 29 years old respondents by 49,1%, although, above 50 years respondents got 
the highest percentage  by 66,7%, however there are only three respondents in this 
category. In the other side, there are unsatisfied respondents in different age 
categories starting from 20 – 29 years, 30 – 39 years, and 40 – 49 years old 
respondents by 4,6%, 3,3%, and 12,5% respectively. 
 
Very satisfied respondents dominated by married ones by 53,7% and 
followed by single ones by 41,3%. In contrary, satisfied respondents dominated 
by single ones by 55,0% and followed by married ones by 41,2%. Although, the 
divorced respondent gets 100% but there is only one respondent of this category, 
therefore, statistically it isn’t significant to be further analyzed. 
 
Furthermore, there are 66,7% very satisfied master degree respondents 
followed by 51,4% bachelor degree respondents. Meanwhile, satisfied 
respondents are dominated by diploma certificate respondents by 69,6% followed 
by bachelor degree respondents by 44,7%. Anyway, still there are 13,0% and 





Interestingly, the highest percentage of very satisfied respondents comes 
from medium level of income between Rp. 5,1 – 7 millions a month by 62,8% 
followed by Rp. 7,1 – 9 millions of monthly income by 61,5%. Whereas the 
highest percentage of satisfied respondents comes from the lowest monthly 
income of less than Rp. 3 millions by 65,7% followed by the highest one which is 
greater than 12 millions of monthly income  by 53,8%. In fact, income does not 
always relate to employees satisfaction. For we still find unsatisfied respondents 
not only from lower level income but also from medium level income. There are 
5,7%, 4,8%, 2,3%, and 3,8% of unsatisfied respondents with monthly income of 
less than Rp. 3 millions, between Rp. 3 – 5 millions, Rp. 5,1 – 7 millions, and Rp. 
7,1 – 9 millions respectively. 
 
Not quite different from monthly income condition, very satisfied 
employees dominate by 11 – 15 years of working experience employees by 78,6% 
followed by 5 – 10 years length of working experience by 53,4%. Meanwhile, 
respondents with 1 – 4 years of working experience getting the highest percentage 
by 56,6% in terms of satisfied employees to their jobs followed by above 15 years 
of working experience employees by 50.0%, although there are few respondents 
in this category. 
 
3. Descriptive Analysis on Organizational Commitment 
Table 23: Respondents’ Profile towards Organizational Commitment 
Respondents’ profiles 
Organizational Commitment 
Total Uncommitted Committed Highly 
committed 
Gender 
Male  3 (2,2%) 62 (46,3%) 69 (51,5%) 134 (100%) 
Female 2 (2,4%) 47 (56,6%) 34 (41,0%) 83 (100%) 
 217 (100%) 
Age 
20 - 29 years 3 (2,8%) 58 (53,7%) 47 (43,5%) 108 (100%) 
30 - 39 years 1 (1,1%) 45 (50,0%) 44 (48,9%) 90 (100%) 
40 - 49 years 1 (6,3%) 6 (37,5%) 9 (56,3%) 16 (100%) 
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50 years and 
above 0 (0,0%) 0 (0,0%) 3 (100%) 3 (100%) 
 217 (100%) 
Marital 
status 
Single 3 (3,8%) 41 (51,3%) 36 (45,0%) 80 (100%) 
Married 2 (1,5%) 67 (49,3%) 67 (49,3%) 136 (100%) 




Diploma 2 (8,7%) 18 (78,3%) 3 (13,0%) 23 (100%) 
Bachelor 3 (1,7%) 84 (46,9%) 92 (51,4%) 179 (100%) 
Master 0 (0,0%) 7 (46,7%) 8 (53,3%) 15 (100%) 
Doctor 0 (0,0%) 0 (0,0%) 0 (0,0%) 0 (0,0%) 
 217 (100%) 
Monthly 
income 
< Rp.3 millions 2 (5,7%) 21 (60,0%) 12 (34,3%) 35 (100%) 
Rp.3 – 5 millions 1 (1,2%) 47 (56,6%) 35 (42,2%) 83 (100%) 
Rp.5,1 - 7 
millions 2 (4,7%) 23 (53,5%) 18 (41,9%) 43 (100%) 
Rp.7,1 – 9 
millions 0 (0,0%) 8 (30,8%) 18 (69,2%) 26 (100%) 
Rp.9,1 – 12  
millions 0 (0,0%) 3 (17,6%) 14 (82,4%) 17 (100%) 
> Rp.12 millions 0 (0,0%) 7 (53,8%) 6 (46,2%) 13 (100%) 




< 1 year 2 (7,4%) 12 (44,4%) 13 (48,1%) 27 (100%) 
1 – 4 years 2 (2,0%) 55 (55,6%) 42 (42,4%) 99 (100%) 
5 – 10 years 1 (1,4%) 39 (53,4%) 33 (45,2%) 73 (100%) 
11 – 15 years 0 (0,0%) 2 (14,3%) 12 (85,7%) 14 (100%) 
> 15 years 0 (0,0%) 1 (25,0%) 3 (75,0%) 4 (100%) 
 217 (100%) 
 
Similar situation does happen between job satisfaction and organizational 
commitment data. Although committed employees and even highly committed 
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employees to their organizations dominate the research data, however, we still can 
observe some employees who are not committed to their organizations. This will, 
automatically, send an alert situation that needs an early anticipation.  
 
Table 23 shows that highly committed male respondents are 51,5% and 
their female counterparts are 41,0%. While committed female respondents are 
56,6% and their male counterparts are 46,3%. In the opposite side, uncommitted 
respondents to their organizations are 2,4% and 2,2% for female and male 
respondents respectively. 
 
The highest percentage of highly committed respondents come from the 
age above 50 years old by 100%, however there are only three respondents in this 
age category, followed by 56,3% of the respondents in the age between 40 – 49 
years old. Meanwhile, committed respondents are dominated by 20 – 29 years old 
respondents by 53,7% as  it was in job satisfaction, followed by 40 – 49 years old 
respondents by 50,0%. In turn, the uncommitted respondents are available in the 
age between 20 – 29 years, 30 – 39 years, 40 – 49 years old respondents by 2,8%, 
1,1%, and 6,3% respectively.  
 
Highly committed respondents are a bit higher in percentage for married 
respondents by 49,3% compared to single ones which are only 45,0%. In the other 
side, committed respondents are a bit higher in percentage for single respondents 
by 51,3% compared to married respondents which are only 49,3%. However, 
there are 3,8% and 1,5% uncommitted single as well as married respondents 
respectively. Although, the divorced respondent gets 100% in terms of committed 
employee, but there is only one respondent of this category, therefore, statistically 
it isn’t significant to be further analyzed. 
 
In case of level of education, master respondents are highly committed to 
the organizations by 53,3%, followed by bachelor respondents by 51,4%. 
However, committed respondents are dominated by diploma respondents by 
78,3%. Meanwhile, bachelor and master degree respondents are in the same 
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percentage 46,9% and 46,7% respectively. In contrary, the highest percentage of 
uncommitted respondents comes from diploma respondents by 8,7% followed by 
bachelor respondents by 1,7%. Interestingly, no uncommitted master respondents 
found in the above data. 
 
From monthly income point of view, the highest percentage of highly 
committed respondents comes from respondents receiving between Rp. 9,1 – 12 
millions per month, followed by Rp. 7,1 – 9 millions of monthly income receivers 
by 69,2%. Whereas the highest percentage of committed respondents comes from 
respondents receiving less than Rp. 3 millions by 60,0% followed by respondents 
receiving between Rp. 3 – 5 millions a month by 56,6%. Again, we still can find 
unsatisfied respondents not only from lower level income but also from medium 
level income. There are 5,7%, 1,2%, 4,7%, of uncommitted respondents with 
monthly income of less than Rp. 3 millions, between Rp. 3 – 5 millions, Rp. 5,1 – 
7 millions respectively. 
 
Last, highly committed employees represented by 11 – 15 years of 
working experience employees by 85,7% followed by above 15 years of working 
experience by 75,0%, although the number of sample of this category is quite few. 
While, respondents with 1 – 4 years of working experience getting the highest 
percentage by 55,6% in terms of committed employees to their organizations 
followed by 5 - 10 years of working experience employees by 53.4%. It’s also 
worthy to be noted that, although there are few number of respondents, some 
uncommitted respondents do exist too. There are 2,7%, 2,0% and 1,4% of 










F. Descriptive Analysis on Research Variables’ Indicators 
1. Islamic Work Ethic’s Indicators 
Table 24: The Average Score of Islamic Work Ethic’s Indicators 










1. I don’t like to laze at work 4,54 > 4,23 Very good (beyond expectation) 
2. I dedicate myself 
wholeheartedly to work 4,44 > 4,23 
Very good 
(beyond expectation) 
3. I work well to benefit myself  
and others 4,07 < 4,23 
Needs further attention 
(below expectation) 
4. 
I act in justice and generosity 
during work to realize social 
welfare 
4,25 > 4,23 Very good (beyond expectation) 
5. 
I work out of my own needs 
as a contribution to social 
welfare 
3,96 < 4,23 Needs further attention (below expectation) 




Work is not an end in itself, 
rather I treat it as means to 
foster personal growth and 
and social relations 
4,24 > 4,23 Very good (beyond expectation) 
8. I believe that more leisure 
time is not good for society 4,01 < 4,23 
Needs further attention 
(below expectation) 
9. 
I really emphasize and 
encourage human relations 
in organization 
4,11 < 4,23 Needs further attention (below expectation) 
10. Work enables me to control 
nature 
3,85 < 4,23 Needs further attention (below expectation) 
11. 
Creative work is a source my 
my happiness and 
accomplishment 
4,25 > 4,23 Very good (beyond expectation) 
12. 
I believe that any working 
person is more likely to get 
ahead in life 
4,17 < 4,23 Needs further attention (below expectation) 
13. Work gives me chance to be 




According to me, a 
successful person is the one 
who meets deadlines at work 
4,16 < 4,23 Needs further attention (below expectation) 
15. I constantly work hard to 




I believe that the value of 
work is derived from the 
accompanying intention 
rahter than results 
4,31 > 4,23 Very good (beyond expectation) 
*Note: Variable total average score = sum of all indicator average score/number of indicators 
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Table 24 displays the comparison between indicator average score and 
variable total average score. This comparison would come out with an 
interpretation on overall respondents’ behaviour. If an indicator average score is 
greater than variable total average score, then the overall respondents’ behaviour 
is ‘very good’ (beyond expectation), if the scores are equal, then it is good (as 
expected), otherwise, further attention and evaluation should be conducted by 
management of sharia banks in Medan as it is equal to below expectation 
behaviour. 
 
Hence, table 24 shows some of Islamic work ethic indicators which need 
to be further attended and evaluated written in italic texts. Those are the indicators 
with average scores lesser than the variable total average score. Specifically, the 
indicators are at point number 3,5,8,9,10,12, and 14. All those indicators are 
italicized so that easier to identify. The rest indicators with average scores are 
greater than variable total average score are assumed to be fine, that means 
employees’ behaviour just need to be maintained and improved. 
    
2. Job Satisfaction’s Indicators 
Table 25: The Average Score of Job Satisfaction’s Indicators 










1. I look forward to to come to work everyday 4,07 > 3,93 
Very good 
(beyond expectation) 
2. I talk about my job with 
my family and my friends 3,81 < 3,93 
Needs further attention 
(below expectation) 
3. 
My job provides me with 
ample opportunity to use 
my abilities 
4,23 > 3,93 Very good (beyond expectation) 
4. 
I have sufficient freedom 
to use my judgement on 
my job 
3,93 = 3,93 Good (as expected) 
5. 
My job provides me 
enough flexibility to 
choose any method of 
doing the job 
3,92 < 3,93 Needs further attention (below expectation) 
6. 
I get a feeling of 
accomplishment from my 
job 




At the end of each 
working day, I feel that 
the day has been well 
spent 
4,08 > 3,93 Very good (beyond expectation) 
8. 
If I were to start my 
career again, I would 
choose similar job 
3,50 < 3,93 Needs further attention (below expectation) 
9. 
If other people an get job 
like mine, they would be 
very lucky 
3,70 < 3,93 Needs further attention (below expectation) 
10. I am satisfied with my job 4,02 > 3,93 Very good (beyond expectation) 
*Note: Variable’s total average score = sum of all indicators’ average score/number of 
indicators 
 
In case of job satisfaction indicators, table 25 describes that focus of 
attention and evaluation of management of sharia banks in Medan should be on 
indicators at point number 2,5,8 and 9, where indicators’ average scores are lesser 
than the variable total average score. Special attention must be given to indicator 
number 8, for it has the lowest score amongst all job satisfaction indicators. In this 
way, we can interpret that, at this point, the employees of sharia banks in Medan 
are having an intention of leaving their current organizations whenever they get 
chance to move to other different type of jobs. 
 
The other six indicators are quite fine. However, especially indicator 
number four where average score is equal to variable’s total average score, 
although acceptable, it is recommended to management of  sharia banks in Medan 
to provide a greater chance and encouragement to their employees in making a 
decision based on their personal judgements. Altough the employees’ freedom in 











3. Organizational Commitment’s Indicators 
Table 26: The Average Score of Organizational Commitment’s Indicators 











I find similarities between my 
goals and those of my 
organization 
3,86 < 4,11 Needs further attention (below expectation) 
2. I am very much loyal to my 




I would accept almost any type 
of job assignment in order to 
keep working for my 
organization 
3,92 < 4,11 Needs further attention (below expectation) 
4. 
I find that my values and my 
organization’s values are very 
similar 
3,92 < 4,11 Needs further attention (below expectation) 
5. I am proud to tell others that I 
am part of my organization 4,11 = 4,11 Good (as expected) 
6. I try my best to improve my job performance 4,38 > 4,11 
Very good 
(beyond expectation) 
7. I always avoid absenteeism 
and tardiness in my job 4,44 > 4,11 
Very good 
(beyond expectation) 
8. I really care about the fate of 




I like to contribute an extra 
effort for the success of my 
organization 
4,10 < 4,11 Needs further attention (below expectation) 
10. 
I decide to work in this 
organization for the next 
several years 
4,01 < 4,11 Needs further attention (below expectation) 
*Note: Variable’s total average score = sum of all indicators’ average score/number of 
indicators 
 
In terms of organizational commitment, out of ten indicators, 50% are 
having average scores are lesser than the variable total average score. As 
displayed on table 26, the indicators are at point number 1,3,4,9, and 10 with 
italicized texts too. Among those five indicators, indicator number one has the 
lowest score. This explains that management of sharia banks should elaborate 
clear goals of the organizations; thereby employees and management of sharia 




However, the effort of developing and raising employees’ loyalty to their 
organizations is a must and inevitable. It can be understood from the data shown 
on table 25 and 26, where indicators average scores that question employees’ 
intention to stay in the current organizations are lower than variable total average 
score. 
 
G. Crosstabs Analysis on Respondent’s Profiles and Research Variables 
Crosstabs analysis usually used to attain an insight data between two 
variables.159 This is actually a very basic analysis on the relationships of inter-
variable categories (be it nominal or ordinal).160 This analysis also called as Chi-
Square analysis161, although several other statistical tools such as Correlations, 
Contingency Coefficient, Gamma, Kappa, etc., are also possible to use in 
analysis.162 
 
This analysis tries to compare between the values of Pearson Chi-Square 
Asymp. Sig. (2-sided) and the significance value of α = 0,05 simply to look at 
either there is an association (relationship) between research variables or not using 
the following formula: 
1. If Pearson Chi-Square Asymp. Sig. (2-sided) > α (0,05) than H0 is accepted. 
2. In contrary, if Pearson Chi-Square Asymp. Sig. (2-sided) < α (0,05) than H0 is   
rejected. 
Where, 
• H0 indicates no inter-variable association or relationship, 
• Meanwhile, H1 (HA = alternative hypothesis) indicates the existence 
of inter-variable association or relationship. 
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The following table has been simplified from the Crosstabs output of 
SPSS 22 (can be seen at the attachment section). The table displays Pearson Chi-
Square Asymp. Sig. (2-sided) values to decide whether the inter-variable 
association does exist or not. In this case, we try to analyze the existence of 
association between respondent profiles and the research variables (Islamic work 
ethic, job satisfaction, and organizational commitment). 
Table 27: Pearson Chi-Square Values of Inter-variable Crosstabs 













1. Gender 0,732 0,609 0,317 
2. Age 0,528 0,690 0,370 
3. Marital status 0,552 0,284 0,669 
4. Level of education 0,270 0,009* 0,004* 
5. Monthly income 0,112 0,140 0,024* 
6. 





Note: (*) indicates the existence of inter-variable association 
Interestingly, the above table informs that out of six profiles of 
respondents, none of them is associated with Islamic work ethic indicated by all 
Asymp. Sig. (2-sided) values are greater than 0,05. However, in terms of 
respondents’ level of education found to be associated with job satisfaction as 
shown by Asymp. Sig. (2-sided) value 0,009 which is lesser than 0,05. 
Meanwhile, respondents’ organizational commitment seems to be associated too 
with their level of education as well as their monthly received income as shown 




H. Structural Equation Modeling (SEM) Analysis 
Due to the nature of this research, which is exploratory based on tentative 
theories to predict the relationships between variables, dependent and 
independent, Partial Least Square (PLS) is becoming the most suitable analysis 
for the Structural Equation Modeling (SEM) 163. The software utilized in this 
research is called Smart-PLS 3.0 with professional mode. 
 
1. Validity Test 
The following picture is the path diagram of the research model which is run by 
Smart-PLS 3.0 which comes up with values resulted from PLS Algorithm 
calculation.
 
Figure 4: PLS Algorithm Model 1 
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 In this section, the evaluation is still focused on the outer model of 
research, whereby loading factors (LF) of indicators will be analyzed to ensure the 
validity of those indicators as appropriate indicators to measure a construct. Here 
is the outer loading table which displays indicators’ values. 
 











IWE1 0,532     
IWE10 0,613     
IWE11 0,598     
IWE12 0,678     
IWE13 0,408     
IWE14 0,601     
IWE15 0,596     
IWE16 0,609     
IWE17 0,492     
IWE2 0,638     
IWE3 0,481     
IWE4 0,638     
IWE5 0,707     
IWE6 0,549     
IWE7 0,633     
IWE8 0,336     
IWE9 0,379     
JS1   0,615   
JS10   0,726   
JS2   0,585   
JS3   0,726   
JS4   0,743   
JS5   0,782   
JS6   0,774   
JS7   0,744   
JS8   0,712   
JS9   0,715   
OC1     0,744 
OC10     0,672 
OC2     0,789 
OC3     0,752 
OC4     0,752 
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OC5     0,728 
OC6     0,689 
OC7     0,561 
OC8     0,776 
OC9     0,821 
 
 Basically, experts differ to one another on minimal LF value; even some of 
the experts tolerate LF at point 0.4.164 Moreover, there are a lot of studies which 
based on exploratory research. However, Smart-PLS software requires LF ≥ 0.7 
and assumed as ideal one to decide either an indicator is valid or not. 
 
 Table 28 shows that several indicators are in valid to measure the research 
variables. It is shown by LF values of those indicators which are less than 0.7 and 
enlightened by red colour, otherwise by green colour. Thus, to achieve valid 
variable indicators, those indicators with values less than 0.7 should be removed 
from the next model. Unfortunately, in Islamic work ethic variable only one 
indicator assumed as valid, that is IWE5. Hence, the rest sixteen indicators should 
be removed from the next model. Meanwhile, in job satisfaction variable, only 
JS1 and JS2 would be removed, and in organizational commitment, three 
indicators are removed; OC6, OC7, and OC10. 
 
 Although some indicators have been removed or deleted from the new 
model 2, the new model should also be run again to make sure that the rest 
indicators have valid values. Therefore, the coming model 2 has excluded those 
invalid indicators and has been run again by Smart-PLS 3.0 as shown in the 
following picture: 
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Figure 5: PLS Algorithm Model 2 
 
 Unfortunately, from the picture above, we could identify another invalid 
indicator of job satisfaction which LF is less than 0.7; JS3. The good news is other 
variables’ indicators seem to be valid. 
 
 A clearer result can be seen in the following table: 











IWE5 1,000     
JS10   0,753   
JS3   0,690   
JS4   0,735   
JS5   0,765   
JS6   0,766   
JS7   0,761   
JS8   0,740   
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JS9   0,751   
OC1     0,790 
OC2     0,801 
OC3     0,791 
OC4     0,787 
OC5     0,745 
OC8     0,772 
OC9     0,805 
    
 
 Table 29, as explained before, again indicates that JS3 as invalid job 
satisfaction indicator with LF less than 0.7. Therefore, in the model 3, the 
indicator should be removed and then run again. 
 
 The run model 3 has resulted in such coming picture where all variables’ 




Figure 6: PLS Algorithm Model 3 
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 Finally, the last model 3 shows that all variables’ indicators are fit and 
valid to measure the constructs, proven by all indicators’ LF values greater than 
0.7 as displayed in the following table. 
 











IWE5 1,000     
JS10   0,764   
JS4   0,729   
JS5   0,745   
JS6   0,759   
JS7   0,760   
JS8   0,768   
JS9   0,775   
OC1     0,791 
OC2     0,802 
OC3     0,791 
OC4     0,788 
OC5     0,746 
OC8     0,771 
OC9     0,804 
 
 
 All previous pictures and tables are the output of PLS Algorithm 
calculations which that all indicators seem to be fit. However, to double check the 























(|O/STDEV|) P Values 
IWE5 <- Islamic 
Work Ethic (X) 1,000 1,000 0,000     
JS10 <- Job 
Satisfaction (Y) 0,764 0,763 0,029 26,535 0,000 
JS4 <- Job 
Satisfaction (Y) 0,729 0,727 0,037 19,775 0,000 
JS5 <- Job 
Satisfaction (Y) 0,745 0,739 0,040 18,769 0,000 
JS6 <- Job 
Satisfaction (Y) 0,759 0,754 0,034 22,210 0,000 
JS7 <- Job 
Satisfaction (Y) 0,760 0,755 0,032 23,714 0,000 
JS8 <- Job 
Satisfaction (Y) 0,768 0,769 0,033 23,008 0,000 
JS9 <- Job 



































0,804 0,804 0,025 31,683 0,000 
 
 In fact, the result is still the same, the indicators are confirmed to be valid 
proven by indicators’ LF values which are greater than 0.7 [see: original sample 
(O)], T Statistics which are greater than 1.96, and P values less than 0.05. 
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Therefore, the fit variables model has been found and is ready to be executed in 
hypotheses testing at structural measurement level. 
 
2. Reliability Test 
 This test is executed to find whether the indicators are consistent 
measuring the constructs. To be reliable, the values of Cronbach’s Alpha and 
Composite Reliability of all constructs should be ≥ 0.7. Thus, reliability of all 
constructs can be elaborated through the following table. 
 











Ethic (X) 1,000 1,000 1,000 1,000 
Job Satisfaction 
(Y) 0,877 0,880 0,904 0,573 
Organizational 
Commitment (Z) 0,896 0,897 0,918 0,616 
   
  
 As we can see on table 32, both Cronbach’s Alpha and Composite 
Reliability values of all constructs are greater than 0.7, therefore, it is concluded 
that all indicators are consistent to measure the constructs. However, another way 
of confirming constructs reliability is to observe Average Variance Extracted 
(AVE) value to see how much does the variance of the indicators exist in their 
constructs. In this context, the base value of AVE should be ≥ 0.5. Thus, as seen 
on table 28, all AVE values are greater than 0.5. Therefore, the same test result is 
found where AVE values indicate that all indicators are consistent to measure the 
constructs, and all the above reliability tests are categorized as Convergent 
Validity test. 
 
 Another reliability test is based on Discriminant Validity which covers 
Cross Loading and comparing AVE root values and inter-constructs correlations. 
To achieve a clearer result we could analyze the following table. 
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IWE5 1,000 0,444 0,431 
JS10 0,383 0,764 0,643 
JS4 0,252 0,729 0,478 
JS5 0,322 0,745 0,521 
JS6 0,321 0,759 0,492 
JS7 0,378 0,760 0,582 
JS8 0,320 0,768 0,626 
JS9 0,355 0,775 0,614 
OC1 0,331 0,649 0,791 
OC2 0,430 0,615 0,802 
OC3 0,366 0,585 0,791 
OC4 0,281 0,568 0,788 
OC5 0,277 0,567 0,746 
OC8 0,250 0,593 0,771 
OC9 0,425 0,556 0,804 
 
 Table 33 clearly conveys that coefficient correlation values of all 
indicators to their respective constructs are always greater compared their values 
in the columns of the other constructs’ blocks. 
 
 Another Discriminant Validity test is by comparing AVE root values and 
inter-constructs correlations. The comparison can be explained by looking at the 
two following tables: 
 
Table 34: AVE and AVE Root Comparison 
No. Construct AVE AVE 
Root 
1. Islamic work ethic 1.000 1.000 
2. Job satisfaction 0.573 0.756 



















Ethic (X) 1,000 0,444 0,431 
Job Satisfaction 
(Y) 0,444 1,000 0,754 
Organizational 
Commitment (Z) 0,431 0,754 1,000 
 
  
 Comparing the two tables, it is found that the lowest AVE root of all 
constructs is 0.756 which is greater than the highest inter-constructs correlations 
which is only 0.754. Hence, this indicates that Discriminant Validity requirement 
towards constructs reliability test has been fulfilled. Thus, based on the two types 
of Discriminant Validity tests, once again all indicators can be concluded to 
reliable, stable, and consistent to measure the constructs. 
 
3. Structural Model Evaluation 
 From PLS Bootstrapping calculation on model 3, we got the following 






Figure 7: PLS Bootstrapping Model 3 
 












(|O/STDEV|) P Values 
Islamic Work Ethic (X) -> Job 
Satisfaction (Y) 0,444 0,443 0,069 6,481 0,000 
Islamic Work Ethic (X) -> 
Organizational Commitment (Z) 0,120 0,121 0,061 1,956 0,051 
Job Satisfaction (Y) -> 
Organizational Commitment (Z) 0,701 0,702 0,050 14,030 0,000 
Islamic Work Ethic (X) -> Job 
Satisfaction (Y) -> 
Organizational Commitment (Z) 
0,311 0,311 0,052 5,968 0,000 
 
  
 Hereby, we try to know either the research hypotheses are accepted or 
rejected by looking at path coefficient values which are represented by T Statistics 
as well as P Values. Through this analysis we mean to observe the significance of 
inter-variables relationships. The conditions are If T Statistics ≥ 1.96 and P Values 
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≤ 0.05, then inter-variables relationships do exist, otherwise they do not. In short, 
the formulas are as follow: 
 
a. If  T Statistics  ≥ 1.96 / (count ≥ table) and P Values ≤ 0.05, then H0* is 
rejected and H1** is accepted, otherwise; 
b. If T Statistics ≤ 1.96 / (count ≤ table) and P Values ≥ 0.05, then H0 is 
accepted and H1 is rejected. 
 
*   H0 = There is no impact of exogenous variable on endogenous variable. 
** H1 = There is an impact of exogenous variable on endogenous variable. 
 
 Since this research has four main hypotheses, we try to confirm the impact 
of exogenous variable on endogenous variable. Those hypotheses are as follow: 
 
1. H0.a : There is no impact of Islamic work ethic on employees’ job 
satisfaction. 
H1.a : There is an impact of Islamic work ethic on employees’ job 
satisfaction. 
 From table 36, we could see that the relationship between Islamic work 
ethic and job satisfaction got T Statistics 6.481 which is greater than T table 1.96 
and P Value 0.000 which is lesser than 0.05, with amount of impact 0.444 
[Original Sample (O)]. This implies that H0.a is rejected and H1.a is accepted. In 
the other words, we can interpret that there is a significant impact of Islamic work 
ethic on employees’ job satisfaction. 
 
2. H0.b :There is no direct impact of Islamic work ethic on employees’ 
organizational commitment. 
H2.b :There is direct impact of Islamic work ethic on employees’ 
organizational commitment. 
 In contrary, the relationship between Islamic work ethic and organizational 
commitment got only T Statistics 1.956 which is lesser than T table 1.96 and P 
Value 0.051 which is greater than 0.05. This implies that H0.b is accepted and 
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H2.b is rejected. It means that there is no direct impact of Islamic work ethic on 
employees’ organizational commitment. 
 
3. H0.c : There is no impact of employees’ job satisfaction on their 
organizational    commitment. 
H3.c : There is an impact of employees’ job satisfaction on their 
organizational    commitment. 
 Then, in terms of relationship between employees’ job satisfaction and 
their organizational commitment, it is found that T Statistics 14.030 which is 
greater than T table 1.96 and P Value 0.000 which is lesser than 0.05, with 
amount of impact 0.701 [Original Sample (O)]. This implies that H0.c is rejected 
and H3.c is accepted. In the other words, we can say there is a significant impact 
of employees’ job satisfaction on their organizational commitment. 
 
4. H0.d : There is no indirect impact of Islamic work ethic on employees’ 
organizational commitment. 
H4.d : There is an indirect impact of Islamic work ethic on employees’ 
organizational commitment. 
 The last hypothesis is on indirect relationship between Islamic work ethic 
and organizational commitment. In this relationship, interestingly, we got T 
Statistics 5.968 which is greater than 1.96 and P Value 0.000 which is lesser than 
0.05, with amount of impact 0.311 [Original Sample (O)]. Once again, this 
implies that H0.d is rejected and H4.d is accepted. Therefore, this explains that 
there is a positive significant indirect impact of Islamic work ethic on employees’ 
organizational commitment. 
 
 Finally, to identify how much does exogenous variable can explain the 
impact percentage on endogenous variable; we could analyze the Coefficient 






Table 37: Coefficient Determination (R²) 
  R Square R Square Adjusted 
Job Satisfaction (Y) 0,197 0,193 
Organizational Commitment (Z) 0,580 0,576 
 
 
 The above table explains that R² value of job satisfaction is 0.197, which 
means that employees’ job satisfaction can be explained by Islamic work ethic as 
much as 19.7% and the rest is explained by other factors. 
 
 The same way, organizational commitment R² value is 0.580, this conveys 
that employees’ organizational commitment can be explained by Islamic work 
ethic and job satisfaction as much as 58.0% and the rest is explained by other 
factors. 
 
I. Research Discussions 
 In this section, we try to notify some important findings invented in this 
research systematically by following the flow of data analysis discussed above. 
 
1. Data Collection 
 Questionnaires turnover percentage is actually reasonably high i.e. 80.0% 
out of 290 distributed copies. Despite there are only 74.83% of returned 
questionnaires were able to be used in the analysis. However, this achievement is 
not merely the researcher’s personal efforts, instead, support and assistance from 
friends and colleagues are extremely important. Otherwise, delay, rejection, and 
even accepted but left uninformed would be the common situation faced by the 
researcher. 
 
2. Profiles of Respondents  
 Basically, there is no quite significant point to explain in case profiles of 
respondents. However, a little discussion on this matter may be worthy. Overall 
profiles of respondents are seemed to be normal, but a huge appreciation is 
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dedicated to one respondent of this research who has willingly exposed the 
divorced status and this has given a different color to this research. This is because 
that’s not an easy matter for a person to explicitly claim his/her divorced status. In 
addition, in fact, out of 217 respondents there is no single respondent having 
doctoral degree as their academic qualification. 
 
3. Indicators, Profiles of Respondents, and Research Variables 
3.1 Islamic work ethic 
 Actually, overall Islamic work ethic indicators are in a good condition 
means that all respondents (employees) of Islamic Banks are working in good 
ethical manners based on Islamic teaching standards. However, if we analyze 
statistically, several Islamic work ethic performances are still below the total 
average score. This implies that some aspects of Islamic work ethic should be 
encouraged so that the compliance level of Islamic Banks’ employees can be 
improved. 
 
 From the data analysis we could conclude that Islamic Banks employees in 
general are diligent, highly dedicated, just and generous, hard-working, creative, 
autonomous and self-reliant, and having sincere intention. This conclusion derived 
from table 24 shown by Islamic work ethic’s indicators’ scores which are greater 
than variable’s total average score which is equal to 4.23. Therefore, these all 
good manners and attitudes of Islamic Banks’ employees should be maintained 
and appreciated more by management of Islamic Banks, so that the employees 
would feel that it is valuable and meaningful to be compliant to Islamic work 
ethic. 
 
 In the other side, several other indicators had scored lower than variable’s 
total average score (4.23). At this point, not to say that the employees are not 
compliant to Islamic work ethic, but to notify that several other important manners 
and attitudes in Islamic work ethic have been slightly neglected as shown by 
indicators’ scores. Those data imply that, in general too, Islamic Banks’ 
employees are still self-fulfilled (selfish), less social interaction in work place, 
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relaxed; like more leisure time, doubt on his/her own ability of controlling nature 
to maintain the equilibrium through working, and a little bit apathetic on 
significant impact of hard-working and discipline on someone’s success. Hence, 
those important points of Islamic work ethic should be encouraged and pushed by 
management of Islamic Banks to attain a sustainable performance of Islamic work 
ethic in sharia Banks. 
 
3.2. Profiles of Respondents and Islamic Work Ethic 
 From the Crosstabs output on table 27, it is found that there is no 
relationship between profiles of respondents to Islamic work ethic. This implies 
that gender, age, marital status, level of education, monthly income, and length of 
working experience of sharia banks’ employees do not relate to their compliance 
level towards Islamic work ethic. Hence, for sharia Banks’ employees, being 
compliant and obedient to Islamic work ethic could not be compromised, in the 
other words; it is a must for them. 
 
 However, a brief outlook on percentage distributions of respective profiles 
of respondents can be explained as follow: 
 
 Table 21 indicates that majority of the Islamic Banks employees in Medan 
are compliant to Islamic work ethic. It is grateful to find that in all respondents’ 
profiles categories, almost more than half of total respondents are found to be 
highly compliant employees to Islamic work ethic.  
 
 In gender side, compliant males to Islamic work ethic are 43,3% and 
56,0% of them are highly compliant to it. While their female counterparts consist 
of 43,4% are compliant and 56,6% are highly compliant to Islamic work ethic. 
 
 While from the age side, the highest percentage of compliant employees to 
Islamic work ethic comes from the employees in the age of 20 – 29 years old by 
47,2%, while the highly compliant employees to Islamic work ethic comes from 
the employees in the age of 40 – 49 years old by 68,7%. 
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 Highest percentage in terms of marital status comes from single as well as 
married employees with highly compliant to Islamic work ethic by 56,2% and 56, 
6% respectively. 
 
 Compliant employees to Islamic work ethic with diploma certificate 
getting the highest percentage of all level of education by 65,2%. While the highly 
compliant employees to Islamic work ethic with master degree getting the highest 
percentage of all level of education by 60,0% and followed by bachelor degree by 
58,6%. 
 
 In the other hand, highest percentage of compliant employees to Islamic 
work ethic comes from employees with personal income between Rp. 5,1 – 7 
millions a month by 53,5%. While the highly compliant employees to Islamic 
work ethic with Rp. 7,1 – 9 millions of monthly income getting the highest 
percentage of all level of monthly income categories by 84,6% and followed by 
Rp. 9,1 – 12 millions of monthly income  by 64,7%. 
 
 Finally, employees with 1 – 4 years of length of working experience 
getting the highest percentage by 49,5% in terms of compliant employees to 
Islamic work ethic. Meanwhile, employees with 11 – 15 years of length of 
working experience getting the highest percentage by 85,7% in terms of highly 
compliant employees to Islamic work ethic followed by above 15 years of 
working experience employees by 75.0%, although their numbers are very few. 
  
 However, since the act which is contradictory to Islamic work ethic values 
is intolerable, in fact the data shows the existence of incompliant employees to 
Islamic work ethic values. This finding should make the management of Islamic 
banks aware of such situation; therefore all kinds of contradictory acts to Islamic 






3.3. Job Satisfaction 
 From table 25 we can see that job satisfaction’s total average score is 3.93 
which means that overall Islamic banks’ employees in Medan tend to be satisfied. 
However, some indicators scored higher than 3.93 and some scored lower than 
that. Thus, the data indicates the existence of satisfaction problems. Therefore, the 
need of serious attention towards employees’ job satisfaction is evitable. Since job 
satisfaction, in many studies, has a positive impact to organizational commitment. 
 
 Hence, from the data we can understand that in some points the Islamic 
banks’ employees are very satisfied while in some other points they are just 
slightly satisfied. Hereby, we can say that Islamic Banks’ employees have shown 
their great satisfaction reflected through their commitment to come to work every 
day. They also found that they got sufficient freedom in use of their ability in 
making creation and innovation during work. Their satisfaction also reflected in 
their recognition on their feelings of accomplishment every time they finished the 
jobs. This means they feel that they have done good jobs. Finally, they also 
explicitly confess that they are satisfied with their jobs. 
 
 However, some answers in the questionnaires indicate that Islamic Banks’ 
employees are just slightly satisfied shown by indicators’ average scores which 
are lower than 3.93. This implies that at these points, if not given further attention 
and evaluation, sharia banks’ employees are possibly turn to be unsatisfied with 
their jobs. In details, in fact, Islamic banks’ employees are having less proud of 
their jobs. This problem must arise from internal conditions of Islamic banks such 
as organizational culture, work climate, facilities, etc. The data also conveys that 
although Islamic banks’ employees feel that they got sufficient freedom in using 
their abilities, however their creativity and innovation are still limited by a rigid 
organizational bureaucracy. Astonishingly, the data shows that Islamic banks’ 
employees would choose other different types of jobs when they can. At the same 





3.4. Profiles of Respondents and Job Satisfaction 
 The Crosstabs output on table 27 shows that amongst six profiles of 
respondents, level of education is the only profile that has an association 
(relationship) with job satisfaction. In the other words, the other five profiles of 
respondents do not relate to respondents’ job satisfaction. This fact confirmed 
some motivation theories which argue that salary (money) does not always relate 
to someone’s satisfaction. 
 
 In terms of respondents’ level of education, in fact the data tells that the 
higher the respondents’ level of education the higher would be their level of 
satisfaction. This means there is a positive relationship between employees’ level 
of education and their level of job satisfaction. This fact shown on table 22, where 
very satisfied employees are dominated by master degree employees by 66,7%  
followed by bachelor degree employees by 51,4% and diploma certificate 
employees by 17,4%. 
 
 Hence, one of the best human resource investments of Islamic banks is by 
facilitating and encouraging the Islamic banks’ employees in achieving higher 
level of degree, whereby their satisfaction level would be higher too. This 
becomes important since employees’ job satisfaction correlate to their overall job 
performance, especially to their work commitment. Moreover, the data also shows 
4,6% of 217 respondents are not satisfied. Not so much actually, but this number 
implies job satisfaction problems in Islamic banks are quite reasonable to be 
considered by management of Islamic banks in Medan. 
 
3.5. Organizational Commitment 
 As shown on table 26, organizational commitment total average score is 
4.11, the second highest of all research variables. This implies that Islamic banks’ 
employees are, in general, committed to their organizations. This condition is 
reflected in indicators’ scores found from data analysis. In fact, Islamic banks’ 
employees explicitly confirm that they are loyal employees to their organizations. 
In terms of organizational commitment as the opposite of job satisfaction, Islamic 
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banks’ employees are proud to admit and tell others that they are part of the 
organizations. This implies strong commitment of Islamic banks’ employees to 
their organizations. 
 
 As it was found in Islamic work ethic discussion earlier, the fact of Islamic 
banks’ employees’ commitment as being hard-workers is also confirmed here. In 
the other side, their willingness to come to work every day which was found in 
job satisfaction discussion has also been confirmed in organizational commitment 
findings. The data conveys that Islamic banks’ employees tend to avoid 
absenteeism and tardiness at work. The last fact shows that Islamic banks’ 
employees do care about the fate of their organizations. 
 
 However, table 26 also shows some points that need further attention. 
Islamic banks’ employees feel that they do not find any similarities between their 
goals and values and those of their organizations. At this point, comprehensive 
consolidation on goals and values of the organizations and those of the 
employees’ should be communicated soon. This is meant to attain the same 
perception on respective goals and values to create mutual understanding and 
synergy. Unfortunately, Islamic banks’ employees are slightly not ready to accept 
all job assigned to them. This is confirmed by the fact that Islamic banks’ 
employees gave slightly lesser emphasis to contribute extra efforts for the success 
of the organizations. Of course, this could set barriers to the organizations’ 
smooth working process. Finally, although Islamic banks’ employees are loyal in 
general, but still the willingness to quit from their current organizations do exist. 
This reality has been confirmed by the fact found during field research through 
personal communication between the researcher and the respondents. 
 
3.6. Profiles of Respondents and Organizational Commitment 
 At this point, the Crosstabs output on table 27 at least shows different 
situation where two of six profiles of respondents; level of education and monthly 
income have an association (relationship) with organizational commitment. In 
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contrary, the rest four respondents’ profiles do not associate or relate to their 
organizational commitment. 
 
 As in job satisfaction, the same finding is also found in organizational 
commitment where employees’ level of education to be positively associated with 
their commitment to the organizations. In the other words, the higher the 
employees’ level of education the higher would be their level of organizational 
commitment. This fact shown on table 23, where highly committed employees to 
the organizations are dominated by master degree employees by 53,3%  followed 
by bachelor degree employees by 51,4% and diploma certificate employees by 
13,0%. 
 
 Meanwhile, from employees’ monthly salary, the highly committed 
employees are those employees who earn between Rp. 9,1 – 12  millions a month 
by 82,4%, followed by employees who earn between Rp. 7,1 – 9  millions a 
month by 69,2%, and then followed by employees who earn above 12  millions a 
month by 46,2%. This phenomenon explains that the employees in the first two 
categories are at point of career progress and development towards top level 
management; therefore they are in the state of highly committed employees. 
Meanwhile, those employees in the last category are employees with almost at 
peak level position they could afford to and slower career progress and 
development. Therefore, this comfort zone makes them feel that they are at safe 
position. However, the data shows that higher monthly income employees are 
more committed than their counterparts with lower monthly income. Table 23 
shows that highly committed employees who earn less than Rp. 3 millions a 
month, between Rp. 3,1 – 5 millions a month, and between Rp. 5,1 – 7 millions a 








3.7. Hypotheses Discussion 
A. H1.a : There is an impact of Islamic work ethic on employees’ job 
satisfaction (Accepted Hypothesis) 
 This study found that there is a positive impact of Islamic work Ethic on 
job satisfaction. However, from PLS calculation output, there is only one Islamic 
work ethic indicator found to be valid. Therefore, it is no wonder to find that the 
R² value of job satisfaction is only 0.197. It means that Islamic work ethic 
contributes only 19.7% to employees’ job satisfaction, and the rest 80,3% can 
only be explained by other unidentified factors. Hence, Islamic work ethic has 
only small part affecting employees’ job satisfaction. There are a lot of other 
factors that may influence employees’ job satisfaction. Anyway, this finding has 
been supported by study conducted in Pakistan by K. Khan et al.165 and Rokhman 
and Omar166 who found that Islamic work ethic is found to be positively related 
satisfaction. 
  
 In fact, similar areas of research do not guarantee the same result would 
occur. Hayati and Caniago167 found that Islamic work ethic does not have any 
impact to employees’ job satisfaction; instead it does have an impact to their 
organizational commitment. These findings are very much contradictory to the 
findings attained in this research.  
 
B. H0.b :There is no direct impact of Islamic work ethic on employees’ 
organizational commitment (Accepted Hypothesis) 
 In contrary, it is found that there is no impact of Islamic work ethic on 
employees’ organizational commitment. This finding is contradictory to research 
finding conducted by Yousef towards 425 Moslem employees in several 
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organizations in the United Arab Emirates (UAE)168 and Hayati and Caniago169 
towards 149 employees of Islamic Banks in Bandar Lampung, Indonesia. This 
fact may happen across research locations and institutions, as a result of some 
fundamental factors such as cultural, environmental, educational differences, etc. 
 
C. H3.c : There is an impact of job satisfaction on employees’ 
organizational    commitment (Accepted Hypothesis) 
 Since job satisfaction and organizational commitment are of global 
research areas of organizations170, in fact, the finding seems to be consistent. In 
many research findings, job satisfaction found to be a good predictor of 
someone’s commitment to the organization. This strong relationship has been 
found in studies done by Yousef171, Dirani and Kuchinke172, Munthe173, etc. 
Therefore, to attain employees’ commitment to the organizations, just make them 
satisfied with their jobs.  
 
 However, R² value of organizational commitment in this research is 
relatively not high; it’s only 0.580. This implies that job satisfaction could affect 
employees’ organizational commitment as much as 58%, while the other 42% can 
only be affected by other unidentified factors. 
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D. H4.d : There is an indirect impact of Islamic work ethic on employees’ 
organizational commitment (Accepted Hypothesis) 
 Interestingly, although this study found no direct impact of Islamic work 
ethic on employees’ organizational commitment, but Islamic work ethic, in fact, 
has an indirect impact on organizational commitment. In this way, the impact 
would exist when mediated by job satisfaction. This impact is indicated by T 
Statistics 5.968 which is greater than 1.96 and P Value 0.000 which is lesser than 
0.05, with amount of impact 0.311 [Original Sample (O)] as shown on table 32. 
Thus, empirically, the finding of this research is basically still consistent with 
other studies’ findings. 
 
J. Findings 
 Some important findings of this research can be stated as follow:  
1. Overall Islamic Banks employees in Medan are compliant to Islamic work 
ethic; therefore, this condition should be maintained seriously by Management of 
Islamic banks so that this behavior could be persistent for good. 
2. However, unfortunately, the data shows that the incompliant Islamic Banks 
employee still exists. The Management of Islamic banks must aware of this 
situation because such act is basically intolerable and being compliant to Islamic 
work conducts is an obligatory for every single Islamic Banks employee. 
3. Since being compliant to Islamic work conducts is an obligatory for every 
single Islamic Banks employee, this faith is followed by the fact that profiles of 
respondents do not correlate at all to their Islamic work ethic compliance. 
4. The findings also show that Islamic work ethic has positive significant impact 
on employees’ job satisfaction. Hence, emphasizing on Islamic work ethic 
conducts by Islamic Banks would subsequently increase the level of employees’ 
job satisfaction. 
5. Job satisfaction found to be related to Islamic Banks employees’ level of 
education. It is found that the higher the level of education of Islamic Banks 
employees, the higher would be their level of satisfaction. In this relation, it is 
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wonderful to find that employees’ job satisfaction does not relate to their received 
monthly income. Therefore, one of the best human resource investments could be 
made by Islamic Banks is by upgrading their employees’ level of education. 
6. There are reasonable numbers of unsatisfied Islamic Banks employees are 
found in this research; they are about 4,6% out of 217 respondents. This should be 
attended seriously by Management of Islamic Banks, since employees’ 
satisfaction would affect their job performance. 
7. Job satisfaction has a positive significant impact on employees’ organizational 
commitment. Hence, since job satisfaction is an important predictor that could 
trigger employees’ organizational commitment, making them satisfied means 
making them committed. 
8. Organizational commitment also found to be related to employees’ level of 
education as well as their level of monthly income. Once again, it is found that the 
higher the level of education of Islamic Banks employees, the higher would be 
their commitment to the organizations. In the other side, higher monthly income 
employees found to be more committed as compared to lower monthly income 
employees. At this point, basically the concept of equity theory would run well 
since the employees would find the equality between their personal contributions 
to the organizations and incomes they receive from the organizations. 
9. It is also found that out of 217 respondents there are 2,3% of uncommitted 
employees. Not quite much actually, neglecting this fact may cause into wider 
negative effects. 
10. Hence, it is quite reasonable to say that this study supported the findings of 
Ali and Al-Kazemi174 on centrality of IWE in the workplace, in this context, the 
employees of Islamic Banks in Medan. 
11. Finally, as important implications derived from the research findings, this 
study offers the management of Islamic banks in Medan to strictly commit to IWE 
implementation in their respective institutions. There should be zero tolerance and 
zero bargaining on IWE violation. 
                                                            
174
  Ali, A. and Al-Kazemi, A. (2006). ‘‘Islamic work ethic…, 
  
144 
12. To boost up compliance level on IWE, the management of Islamic banks in 
Medan, and may be in Indonesia in general, should manage to design a policy of 
punishing the IWE violators in one side, and rewarding those IWE compliants in 
the other side, as it is found in theory X and Y initiated by Douglas McGregor. 
13. In fact, conducting IWE would subsequently increase the employees’ level of 
job satisfaction, and when they satisfied it would lead to their higher level of 
organizational commitment.  
14. Furthermore, the findings also convey that the higher the employees’ level of 
education the more satisfied and committed they are. Hence, if the management of 
Islamic banks in Medan wanted to make an investment in terms of their human 
























CONCLUSIONS AND SUGGESTIONS 
 
A. Conclusions 
 Based on previous research discussions and findings, finally, we come up 
with conclusions that would try to answer all the research questions: 
1. There is positive impact of Islamic work ethic on Islamic Banks employees’ 
job satisfaction. 
2. There is no impact of Islamic work ethic on Islamic Banks employees’ 
organizational commitment. 
3. There is an indirect impact of Islamic work ethic on Islamic Banks employees’ 
organizational commitment, where job satisfaction as mediating factor. 
4. There is an impact of Islamic Banks employees’ job satisfaction on their 
organizational commitment. 
5. There are only associations between Islamic Banks employees’ level of 
education with job satisfaction, and between Islamic Banks employees’ level of 
education and their level of monthly income with organizational commitment. 
 
B. Suggestions 
 These are several suggestions that might be useful to readers especially 
Management of Islamic Banks: 
1. Persistency and consistency of Islamic Banks employees in being compliant to 
Islamic work ethic should continuously be maintained, controlled and appreciated 
by Management of Islamic Banks, since the act of being incompliant to Islamic 
work ethic is intolerable in Islam. A single incompliant act not only causing entire 
bad image of Islamic institutions but also causing the actor committing the sins. 
This emphasis given based on the data that shows the existence of incompliant 
employee in this institution. 




work ethic conducts consistently, since the data shows a positive significant 
impact of Islamic work ethic on employees’ job satisfaction. 
3. One of the best human resource investments could be done by Islamic Banks 
is by upgrading their employees’ level of education, since the data shows the 
higher the level of education of Islamic Banks employees, the higher would be 
their level of satisfaction. 
4. Since reasonable numbers of unsatisfied Islamic Banks employees are found 
in this research; they are about 4,6% out of 217 respondents, it is advised to 
Management of Islamic Banks to maintain their reasonable level of satisfaction, 
since employees’ satisfaction would subsequently affect their job performance. 
5. Material rewards such as money do not always associate to employees job 
satisfaction, therefore, upgrading employees’ level of education for example, 
could positively increase employees’ level of satisfaction instead of always 
promising and rewarding them more income. 
6. It is widely concluded that job satisfaction is an important predictor that could 
trigger employees’ organizational commitment, therefore, to make them 
committed just make them satisfied. 
7. However, to get more committed employees the Management of Islamic 
Banks should open a wider chance of career development to their employees and 
just distributions of income; otherwise, the Management would never get their 
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Length of work 
experience 
N Valid 42 42 42 42 42 42 
Missing 0 0 0 0 0 0 
Mean 1,4286 1,5714 1,7143 2,0238 2,1905 2,4762 
Std. Error of Mean ,07729 ,08447 ,07055 ,07984 ,17457 ,09782 
Median 1,0000 2,0000 2,0000 2,0000 2,0000 2,5000 
Mode 1,00 2,00 2,00 2,00 2,00 3,00 
Std. Deviation ,50087 ,54740 ,45723 ,51741 1,13133 ,63392 
Variance ,251 ,300 ,209 ,268 1,280 ,402 
Range 1,00 2,00 1,00 2,00 4,00 3,00 
Minimum 1,00 1,00 1,00 1,00 1,00 1,00 
Maximum 2,00 3,00 2,00 3,00 5,00 4,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 24 57,1 57,1 57,1 
Female 18 42,9 42,9 100,0 
Total 42 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 19 45,2 45,2 45,2 
30 - 39 years 22 52,4 52,4 97,6 
40 - 49 years 1 2,4 2,4 100,0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 12 28,6 28,6 28,6 
Married 30 71,4 71,4 100,0 
Total 42 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Diploma 5 11,9 11,9 11,9 
Bachelor 31 73,8 73,8 85,7 
Master 6 14,3 14,3 100,0 
Total 42 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < Rp. 3 millions 12 28,6 28,6 28,6 
Rp. 3 - 5 millions 18 42,9 42,9 71,4 
Rp. 5,1 - 7 millions 7 16,7 16,7 88,1 
Rp. 7,1 - 9 millions 2 4,8 4,8 92,9 
Rp. 9,1 - 12 millions 3 7,1 7,1 100,0 
Total 42 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < 1 year 2 4,8 4,8 4,8 
1 - 4 years 19 45,2 45,2 50,0 
5 - 10 years 20 47,6 47,6 97,6 
11 - 15 yeras 1 2,4 2,4 100,0 

















Length of work 
experience 
N Valid 19 19 19 19 19 19 
Missing 0 0 0 0 0 0 
Mean 1,3158 1,9474 1,9474 2,0000 3,8947 3,3684 
Std. Error of 
Mean 
,10956 ,16175 ,05263 ,00000 ,25241 ,15692 
Median 1,0000 2,0000 2,0000 2,0000 4,0000 3,0000 
Mode 1,00 2,00 2,00 2,00 3,00 3,00 
Std. Deviation ,47757 ,70504 ,22942 ,00000 1,10024 ,68399 
Variance ,228 ,497 ,053 ,000 1,211 ,468 
Range 1,00 3,00 1,00 ,00 4,00 3,00 
Minimum 1,00 1,00 1,00 2,00 2,00 2,00 
Maximum 2,00 4,00 2,00 2,00 6,00 5,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 13 68,4 68,4 68,4 
Female 6 31,6 31,6 100,0 
Total 19 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 4 21,1 21,1 21,1 
30 - 39 years 13 68,4 68,4 89,5 
40 - 49 years 1 5,3 5,3 94,7 
50 years and above 1 5,3 5,3 100,0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 1 5,3 5,3 5,3 
Married 18 94,7 94,7 100,0 
Total 19 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Bachelor 19 100,0 100,0 100,0 
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Rp. 3 - 5 millions 1 5,3 5,3 5,3 
Rp. 5,1 - 7 millions 7 36,8 36,8 42,1 
Rp. 7,1 - 9 millions 6 31,6 31,6 73,7 
Rp. 9,1 - 12 millions 3 15,8 15,8 89,5 
> 12 millions 2 10,5 10,5 100,0 
Total 19 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 - 4 years 1 5,3 5,3 5,3 
5 - 10 years 11 57,9 57,9 63,2 
11 - 15 yeras 6 31,6 31,6 94,7 
16 years and above 1 5,3 5,3 100,0 



















Length of work 
experience 
N Valid 6 6 6 6 6 6 
Missing 0 0 0 0 0 0 
Mean 1,1667 1,6667 1,5000 2,1667 4,1667 2,5000 
Std. Error of Mean ,16667 ,21082 ,22361 ,16667 ,83333 ,22361 
Median 1,0000 2,0000 1,5000 2,0000 4,5000 2,5000 
Mode 1,00 2,00 1,00a 2,00 6,00 2,00a 
Std. Deviation ,40825 ,51640 ,54772 ,40825 2,04124 ,54772 
Variance ,167 ,267 ,300 ,167 4,167 ,300 
Range 1,00 1,00 1,00 1,00 4,00 1,00 
Minimum 1,00 1,00 1,00 2,00 2,00 2,00 
Maximum 2,00 2,00 2,00 3,00 6,00 3,00 
Sum 7,00 10,00 9,00 13,00 25,00 15,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 5 83,3 83,3 83,3 
Female 1 16,7 16,7 100,0 
Total 6 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 2 33,3 33,3 33,3 
30 - 39 years 4 66,7 66,7 100,0 




 Marital status 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 3 50,0 50,0 50,0 
Married 3 50,0 50,0 100,0 
Total 6 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Bachelor 5 83,3 83,3 83,3 
Master 1 16,7 16,7 100,0 
Total 6 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Rp. 3 - 5 millions 2 33,3 33,3 33,3 
Rp. 5,1 - 7 millions 1 16,7 16,7 50,0 
> 12 millions 3 50,0 50,0 100,0 
Total 6 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 - 4 years 3 50,0 50,0 50,0 
5 - 10 years 3 50,0 50,0 100,0 




















Length of work 
experience 
N Valid 8 8 8 8 8 8 
Missing 0 0 0 0 0 0 
Mean 1,6250 1,1250 1,2500 1,8750 2,1250 2,0000 
Std. Error of Mean ,18298 ,12500 ,16366 ,22658 ,12500 ,18898 
Median 2,0000 1,0000 1,0000 2,0000 2,0000 2,0000 
Mode 2,00 1,00 1,00 2,00 2,00 2,00 
Std. Deviation ,51755 ,35355 ,46291 ,64087 ,35355 ,53452 
Variance ,268 ,125 ,214 ,411 ,125 ,286 
Range 1,00 1,00 1,00 2,00 1,00 2,00 
Minimum 1,00 1,00 1,00 1,00 2,00 1,00 
Maximum 2,00 2,00 2,00 3,00 3,00 3,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 3 37,5 37,5 37,5 
Female 5 62,5 62,5 100,0 
Total 8 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 7 87,5 87,5 87,5 
30 - 39 years 1 12,5 12,5 100,0 






 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 6 75,0 75,0 75,0 
Married 2 25,0 25,0 100,0 
Total 8 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Diploma 2 25,0 25,0 25,0 
Bachelor 5 62,5 62,5 87,5 
Master 1 12,5 12,5 100,0 
Total 8 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Rp. 3 - 5 millions 7 87,5 87,5 87,5 
Rp. 5,1 - 7 millions 1 12,5 12,5 100,0 
Total 8 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < 1 year 1 12,5 12,5 12,5 
1 - 4 years 6 75,0 75,0 87,5 
5 - 10 years 1 12,5 12,5 100,0 


















Length of work 
experience 
N Valid 7 7 7 7 7 7 
Missing 0 0 0 0 0 0 
Mean 1,0000 1,7143 1,5714 1,5714 2,8571 2,4286 
Std. Error of Mean ,00000 ,18443 ,20203 ,20203 ,73771 ,20203 
Median 1,0000 2,0000 2,0000 2,0000 2,0000 2,0000 
Mode 1,00 2,00 2,00 2,00 1,00a 2,00 
Std. Deviation ,00000 ,48795 ,53452 ,53452 1,95180 ,53452 
Variance ,000 ,238 ,286 ,286 3,810 ,286 
Range ,00 1,00 1,00 1,00 5,00 1,00 
Minimum 1,00 1,00 1,00 1,00 1,00 2,00 
Maximum 1,00 2,00 2,00 2,00 6,00 3,00 
Sum 7,00 12,00 11,00 11,00 20,00 17,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 7 100,0 100,0 100,0 
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 2 28,6 28,6 28,6 
30 - 39 years 5 71,4 71,4 100,0 







 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 3 42,9 42,9 42,9 
Married 4 57,1 57,1 100,0 
Total 7 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Diploma 3 42,9 42,9 42,9 
Bachelor 4 57,1 57,1 100,0 
Total 7 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < Rp. 3 millions 2 28,6 28,6 28,6 
Rp. 3 - 5 millions 2 28,6 28,6 57,1 
Rp. 5,1 - 7 millions 1 14,3 14,3 71,4 
Rp. 9,1 - 12 millions 1 14,3 14,3 85,7 
> 12 millions 1 14,3 14,3 100,0 
Total 7 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 - 4 years 4 57,1 57,1 57,1 
5 - 10 years 3 42,9 42,9 100,0 



















Length of work 
experience 
N Valid 8 8 8 8 8 8 
Missing 0 0 0 0 0 0 
Mean 1,2500 1,7500 1,7500 1,7500 3,0000 1,7500 
Std. Error of Mean ,16366 ,16366 ,16366 ,16366 ,26726 ,25000 
Median 1,0000 2,0000 2,0000 2,0000 3,0000 2,0000 
Mode 1,00 2,00 2,00 2,00 3,00 2,00 
Std. Deviation ,46291 ,46291 ,46291 ,46291 ,75593 ,70711 
Variance ,214 ,214 ,214 ,214 ,571 ,500 
Range 1,00 1,00 1,00 1,00 2,00 2,00 
Minimum 1,00 1,00 1,00 1,00 2,00 1,00 
Maximum 2,00 2,00 2,00 2,00 4,00 3,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 6 75,0 75,0 75,0 
Female 2 25,0 25,0 100,0 
Total 8 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 2 25,0 25,0 25,0 
30 - 39 years 6 75,0 75,0 100,0 






 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 2 25,0 25,0 25,0 
Married 6 75,0 75,0 100,0 
Total 8 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Diploma 2 25,0 25,0 25,0 
Bachelor 6 75,0 75,0 100,0 
Total 8 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Rp. 3 - 5 millions 2 25,0 25,0 25,0 
Rp. 5,1 - 7 millions 4 50,0 50,0 75,0 
Rp. 7,1 - 9 millions 2 25,0 25,0 100,0 
Total 8 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < 1 year 3 37,5 37,5 37,5 
1 - 4 years 4 50,0 50,0 87,5 
5 - 10 years 1 12,5 12,5 100,0 




















Length of work 
experience 
N Valid 42 42 42 42 42 42 
Missing 0 0 0 0 0 0 
Mean 1,3095 1,4524 1,3810 1,9762 2,0714 1,9762 
Std. Error of Mean ,07220 ,12383 ,07584 ,02381 ,19986 ,16161 
Median 1,0000 1,0000 1,0000 2,0000 2,0000 2,0000 
Mode 1,00 1,00 1,00 2,00 2,00 2,00 
Std. Deviation ,46790 ,80251 ,49151 ,15430 1,29526 1,04737 
Variance ,219 ,644 ,242 ,024 1,678 1,097 
Range 1,00 3,00 1,00 1,00 5,00 4,00 
Minimum 1,00 1,00 1,00 1,00 1,00 1,00 
Maximum 2,00 4,00 2,00 2,00 6,00 5,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 29 69,0 69,0 69,0 
Female 13 31,0 31,0 100,0 
Total 42 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 30 71,4 71,4 71,4 
30 - 39 years 6 14,3 14,3 85,7 
40 - 49 years 5 11,9 11,9 97,6 
50 years and above 1 2,4 2,4 100,0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 26 61,9 61,9 61,9 
Married 16 38,1 38,1 100,0 
Total 42 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Diploma 1 2,4 2,4 2,4 
Bachelor 41 97,6 97,6 100,0 
Total 42 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < Rp. 3 millions 14 33,3 33,3 33,3 
Rp. 3 - 5 millions 22 52,4 52,4 85,7 
Rp. 5,1 - 7 millions 1 2,4 2,4 88,1 
Rp. 7,1 - 9 millions 1 2,4 2,4 90,5 
Rp. 9,1 - 12 millions 2 4,8 4,8 95,2 
> 12 millions 2 4,8 4,8 100,0 
Total 42 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < 1 year 14 33,3 33,3 33,3 
1 - 4 years 22 52,4 52,4 85,7 
5 - 10 years 1 2,4 2,4 88,1 
11 - 15 yeras 3 7,1 7,1 95,2 
16 years and above 2 4,8 4,8 100,0 













Length of work 
experience 
N Valid 39 39 39 39 39 39 
Missing 0 0 0 0 0 0 
Mean 1,4359 1,6410 1,6923 1,9487 3,4359 2,3590 
Std. Error of Mean ,08044 ,10052 ,08340 ,06308 ,20052 ,13491 
Median 1,0000 2,0000 2,0000 2,0000 4,0000 2,0000 
Mode 1,00 2,00 2,00 2,00 4,00 2,00 
Std. Deviation ,50236 ,62774 ,52082 ,39395 1,25226 ,84253 
Variance ,252 ,394 ,271 ,155 1,568 ,710 
Range 1,00 2,00 2,00 2,00 5,00 4,00 
Minimum 1,00 1,00 1,00 1,00 1,00 1,00 
Maximum 2,00 3,00 3,00 3,00 6,00 5,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 22 56,4 56,4 56,4 
Female 17 43,6 43,6 100,0 
Total 39 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 17 43,6 43,6 43,6 
30 - 39 years 19 48,7 48,7 92,3 
40 - 49 years 3 7,7 7,7 100,0 






 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 13 33,3 33,3 33,3 
Married 25 64,1 64,1 97,4 
divorced 1 2,6 2,6 100,0 
Total 39 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Diploma 4 10,3 10,3 10,3 
Bachelor 33 84,6 84,6 94,9 
Master 2 5,1 5,1 100,0 
Total 39 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < Rp. 3 millions 2 5,1 5,1 5,1 
Rp. 3 - 5 millions 8 20,5 20,5 25,6 
Rp. 5,1 - 7 millions 9 23,1 23,1 48,7 
Rp. 7,1 - 9 millions 13 33,3 33,3 82,1 
Rp. 9,1 - 12 millions 5 12,8 12,8 94,9 
> 12 millions 2 5,1 5,1 100,0 
Total 39 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < 1 year 5 12,8 12,8 12,8 
1 - 4 years 18 46,2 46,2 59,0 
5 - 10 years 14 35,9 35,9 94,9 
11 - 15 yeras 1 2,6 2,6 97,4 
16 years and above 1 2,6 2,6 100,0 
Total 39 100,0 100,0  











Length of work 
experience 
N Valid 27 27 27 27 27 27 
Missing 0 0 0 0 0 0 
Mean 1,4074 1,7037 1,8148 2,0000 2,4074 2,5185 
Std. Error of Mean ,09636 ,16722 ,07618 ,07549 ,25742 ,14491 
Median 1,0000 1,0000 2,0000 2,0000 2,0000 3,0000 
Mode 1,00 1,00 2,00 2,00 2,00 3,00 
Std. Deviation ,50071 ,86890 ,39585 ,39223 1,33760 ,75296 
Variance ,251 ,755 ,157 ,154 1,789 ,567 
Range 1,00 3,00 1,00 2,00 5,00 3,00 
Minimum 1,00 1,00 1,00 1,00 1,00 1,00 
Maximum 2,00 4,00 2,00 3,00 6,00 4,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 16 59,3 59,3 59,3 
Female 11 40,7 40,7 100,0 
Total 27 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 14 51,9 51,9 51,9 
30 - 39 years 8 29,6 29,6 81,5 
40 - 49 years 4 14,8 14,8 96,3 
50 years and above 1 3,7 3,7 100,0 
Total 27 100,0 100,0  
 
 
 Marital status 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 5 18,5 18,5 18,5 
Married 22 81,5 81,5 100,0 
Total 27 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Diploma 2 7,4 7,4 7,4 
Bachelor 23 85,2 85,2 92,6 
Master 2 7,4 7,4 100,0 
Total 27 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < Rp. 3 millions 5 18,5 18,5 18,5 
Rp. 3 - 5 millions 15 55,6 55,6 74,1 
Rp. 5,1 - 7 millions 3 11,1 11,1 85,2 
Rp. 9,1 - 12 millions 3 11,1 11,1 96,3 
> 12 millions 1 3,7 3,7 100,0 
Total 27 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < 1 year 2 7,4 7,4 7,4 
1 - 4 years 11 40,7 40,7 48,1 
5 - 10 years 12 44,4 44,4 92,6 
11 - 15 yeras 2 7,4 7,4 100,0 
Total 27 100,0 100,0  
 
 











Length of work 
experience 
N Valid 19 19 19 19 19 19 
Missing 0 0 0 0 0 0 
Mean 1,5263 1,5263 1,5263 1,9474 3,1053 2,4737 
Std. Error of Mean ,11769 ,15983 ,11769 ,14253 ,27460 ,14035 
Median 2,0000 1,0000 2,0000 2,0000 3,0000 2,0000 
Mode 2,00 1,00 2,00 2,00 3,00 2,00 
Std. Deviation ,51299 ,69669 ,51299 ,62126 1,19697 ,61178 
Variance ,263 ,485 ,263 ,386 1,433 ,374 
Range 1,00 2,00 1,00 2,00 4,00 2,00 
Minimum 1,00 1,00 1,00 1,00 2,00 2,00 
Maximum 2,00 3,00 2,00 3,00 6,00 4,00 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 9 47,4 47,4 47,4 
Female 10 52,6 52,6 100,0 
Total 19 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 29 years 11 57,9 57,9 57,9 
30 - 39 years 6 31,6 31,6 89,5 
40 - 49 years 2 10,5 10,5 100,0 





 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 9 47,4 47,4 47,4 
Married 10 52,6 52,6 100,0 
Total 19 100,0 100,0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Diploma 4 21,1 21,1 21,1 
Bachelor 12 63,2 63,2 84,2 
Master 3 15,8 15,8 100,0 
Total 19 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Rp. 3 - 5 millions 6 31,6 31,6 31,6 
Rp. 5,1 - 7 millions 9 47,4 47,4 78,9 
Rp. 7,1 - 9 millions 2 10,5 10,5 89,5 
> 12 millions 2 10,5 10,5 100,0 
Total 19 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 - 4 years 11 57,9 57,9 57,9 
5 - 10 years 7 36,8 36,8 94,7 
11 - 15 yeras 1 5,3 5,3 100,0 


















Length of work 
experience 
N Valid 217 217 217 217 217 217 
Missing 0 0 0 0 0 0 
Mean 1,3825 1,6037 1,6359 1,9631 2,7512 2,3963 
Std. Error of Mean ,03307 ,04663 ,03338 ,02836 ,09472 ,05804 
Median 1,0000 2,0000 2,0000 2,0000 2,0000 2,0000 
Mode 1,00 1,00 2,00 2,00 2,00 2,00 
Std. Deviation ,48712 ,68690 ,49178 ,41780 1,39537 ,85504 
Variance ,237 ,472 ,242 ,175 1,947 ,731 
Range 1,00 3,00 2,00 2,00 5,00 4,00 
Minimum 1,00 1,00 1,00 1,00 1,00 1,00 
Maximum 2,00 4,00 3,00 3,00 6,00 5,00 







 Frequency Percent Valid Percent Cumulative Percent 
Valid Male 134 61,8 61,8 61,8 
Female 83 38,2 38,2 100,0 
Total 217 100,0 100,0  
 
Respondent's age 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 20 - 29 years 108 49,8 49,8 49,8 
30 - 39 years 90 41,5 41,5 91,2 
40 - 49 years 16 7,4 7,4 98,6 
50 years and above 3 1,4 1,4 100,0 
Total 217 100,0 100,0  
  
Marital status 
 Frequency Percent Valid Percent Cumulative Percent 
Valid Single 80 36,9 36,9 36,9 
Married 136 62,7 62,7 99,5 
divorced 1 ,5 ,5 100,0 




 Frequency Percent Valid Percent Cumulative Percent 
Valid Diploma 23 10,6 10,6 10,6 
Bachelor 179 82,5 82,5 93,1 
Master 15 6,9 6,9 100,0 
Total 217 100,0 100,0  
 
Monthly income 
 Frequency Percent Valid Percent Cumulative Percent 
Valid < Rp. 3 millions 35 16,1 16,1 16,1 
Rp. 3 - 5 millions 83 38,2 38,2 54,4 
Rp. 5,1 - 7 millions 43 19,8 19,8 74,2 
Rp. 7,1 - 9 millions 26 12,0 12,0 86,2 
Rp. 9,1 - 12 millions 17 7,8 7,8 94,0 
> 12 millions 13 6,0 6,0 100,0 
Total 217 100,0 100,0  
 
Length of work experience 
 Frequency Percent Valid Percent Cumulative Percent 
Valid < 1 year 27 12,4 12,4 12,4 
1 - 4 years 99 45,6 45,6 58,1 
5 - 10 years 73 33,6 33,6 91,7 
11 - 15 yeras 14 6,5 6,5 98,2 
16 years and above 4 1,8 1,8 100,0 
Total 217 100,0 100,0  
 
 






 Mean Std. Deviation N 
X1 4,5438 ,65910 217 
X2 4,4424 ,58345 217 
X3 4,0737 1,01110 217 
X4 4,2581 ,70563 217 
X5 3,9677 ,76004 217 
X6 4,5253 ,61656 217 
X7 4,2488 ,74088 217 
X8 4,0138 ,83599 217 
X9 4,1152 ,70092 217 
X10 3,8525 ,76158 217 
X11 4,2581 ,66510 217 
X12 4,1797 ,82773 217 
X13 4,4516 ,57631 217 
X14 4,1659 ,70062 217 
X15 4,3687 ,59515 217 
X16 4,3134 ,69619 217 
Total Score IWE 67,7788 6,49907 217 
 
Correlations 

















































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































N 217 217 217 217 217 217 217 217 217 217 217 217 217 217 217 217 217 
**. Correlation is significant at the 0.01 level (2-tailed). 




























 Mean Std. Deviation N 
Y1 4,0783 ,93211 217 
Y2 3,8111 ,80867 217 
Y3 4,2396 ,67199 217 
Y4 3,9309 ,78753 217 
Y5 3,9263 ,74790 217 
Y6 4,0783 ,76880 217 
Y7 4,0829 ,73443 217 
Y8 3,5069 1,01889 217 
Y9 3,7097 ,78972 217 
Y10 4,0276 ,75103 217 
Total Score Job Sat 39,3917 5,70076 217 
 
Correlations 





1 ,308** ,517** ,392** ,447** ,495** ,396** ,328** ,333** ,321** ,646** 
Sig. (2-tailed)  ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Y2 Pearson 
Correlation 
,308** 1 ,459** ,474** ,482** ,404** ,260** ,403** ,320** ,314** ,621** 
Sig. (2-tailed) ,000  ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Y3 Pearson 
Correlation 
,517** ,459** 1 ,513** ,616** ,537** ,494** ,309** ,341** ,418** ,713** 
Sig. (2-tailed) ,000 ,000  ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Y4 Pearson 
Correlation 
,392** ,474** ,513** 1 ,644** ,575** ,450** ,500** ,429** ,402** ,752** 
Sig. (2-tailed) ,000 ,000 ,000  ,000 ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Y5 Pearson 
Correlation 
,447** ,482** ,616** ,644** 1 ,590** ,492** ,414** ,434** ,465** ,772** 
Sig. (2-tailed) ,000 ,000 ,000 ,000  ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Y6 Pearson 
Correlation 
,495** ,404** ,537** ,575** ,590** 1 ,513** ,434** ,457** ,533** ,770** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000  ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Y7 Pearson 
Correlation 
,396** ,260** ,494** ,450** ,492** ,513** 1 ,494** ,513** ,533** ,714** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000  ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Y8 Pearson 
Correlation 
,328** ,403** ,309** ,500** ,414** ,434** ,494** 1 ,673** ,502** ,731** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000 ,000  ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Y9 Pearson 
Correlation 
,333** ,320** ,341** ,429** ,434** ,457** ,513** ,673** 1 ,529** ,712** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000  ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Y10 Pearson 
Correlation 
,321** ,314** ,418** ,402** ,465** ,533** ,533** ,502** ,529** 1 ,698** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000  ,000 





,646** ,621** ,713** ,752** ,772** ,770** ,714** ,731** ,712** ,698** 1 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000  
N 217 217 217 217 217 217 217 217 217 217 217 

















 Mean Std. Deviation N 
Z1 3,8618 ,81039 217 
Z2 4,1382 ,79306 217 
Z3 3,9263 ,82445 217 
Z4 3,9217 ,72543 217 
Z5 4,1198 ,76644 217 
Z6 4,3871 ,61420 217 
Z7 4,4470 ,59177 217 
Z8 4,2166 ,59636 217 
Z9 4,1060 ,74088 217 
Z10 4,0184 ,81629 217 
Total Score Org Com 41,1429 5,33185 217 
 
Correlations 





1 ,556** ,581** ,572** ,504** ,350** ,255** ,551** ,541** ,466** ,751** 
Sig. (2-tailed)  ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Z2 Pearson 
Correlation 
,556** 1 ,632** ,574** ,529** ,517** ,351** ,514** ,574** ,468** ,792** 
Sig. (2-tailed) ,000  ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Z3 Pearson 
Correlation 
,581** ,632** 1 ,579** ,505** ,395** ,305** ,475** ,566** ,422** ,764** 
Sig. (2-tailed) ,000 ,000  ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Z4 Pearson 
Correlation 
,572** ,574** ,579** 1 ,492** ,422** ,244** ,521** ,610** ,464** ,758** 
Sig. (2-tailed) ,000 ,000 ,000  ,000 ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Z5 Pearson 
Correlation 
,504** ,529** ,505** ,492** 1 ,422** ,382** ,571** ,524** ,411** ,734** 
Sig. (2-tailed) ,000 ,000 ,000 ,000  ,000 ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Z6 Pearson 
Correlation 
,350** ,517** ,395** ,422** ,422** 1 ,541** ,490** ,550** ,346** ,669** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000  ,000 ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Z7 Pearson 
Correlation 
,255** ,351** ,305** ,244** ,382** ,541** 1 ,407** ,430** ,290** ,549** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000  ,000 ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Z8 Pearson 
Correlation 
,551** ,514** ,475** ,521** ,571** ,490** ,407** 1 ,618** ,496** ,762** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000 ,000  ,000 ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Z9 Pearson 
Correlation 
,541** ,574** ,566** ,610** ,524** ,550** ,430** ,618** 1 ,540** ,815** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000  ,000 ,000 
N 217 217 217 217 217 217 217 217 217 217 217 
Z10 Pearson 
Correlation 
,466** ,468** ,422** ,464** ,411** ,346** ,290** ,496** ,540** 1 ,683** 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000  ,000 





,751** ,792** ,764** ,758** ,734** ,669** ,549** ,762** ,815** ,683** 1 
Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000  
N 217 217 217 217 217 217 217 217 217 217 217 









Scale: Islamic Work Ethic 
Case Processing Summary 
 N % 
Cases Valid 217 100,0 
Excludeda 0 ,0 
Total 217 100,0 









Scale Mean if 
Item Deleted 





if Item Deleted 
X1 63,2350 38,097 ,456 ,848 
X2 63,3364 37,882 ,559 ,845 
X3 63,7051 36,533 ,383 ,856 
X4 63,5207 36,880 ,567 ,843 
X5 63,8111 35,895 ,633 ,839 
X6 63,2535 38,227 ,476 ,848 
X7 63,5300 36,741 ,551 ,844 
X8 63,7650 38,403 ,303 ,858 
X9 63,6636 37,178 ,534 ,845 
X10 63,9263 36,948 ,509 ,846 
X11 63,5207 36,908 ,605 ,842 
X12 63,5991 37,964 ,352 ,855 
X13 63,3272 38,249 ,513 ,847 
X14 63,6129 37,349 ,514 ,846 
X15 63,4101 38,076 ,518 ,846 
X16 63,4654 38,361 ,393 ,851 
 
Scale Statistics 
Mean Variance Std. Deviation N of Items 
67,7788 42,238 6,49907 16 
Reliability 
 
Scale: Job Satisfaction 
Case Processing Summary 
 N % 
Cases Valid 217 100,0 
Excludeda 0 ,0 
Total 217 100,0 









Scale Mean if 
Item Deleted 





if Item Deleted 
Y1 35,3134 26,503 ,534 ,886 
Y2 35,5806 27,430 ,521 ,885 
Y3 35,1521 27,491 ,647 ,877 
Y4 35,4608 26,370 ,681 ,874 
Y5 35,4654 26,472 ,710 ,872 
Y6 35,3134 26,337 ,706 ,872 
Y7 35,3088 27,057 ,642 ,877 
Y8 35,8848 25,047 ,629 ,879 
Y9 35,6820 26,709 ,633 ,877 
Y10 35,3641 27,084 ,620 ,878 
 
Scale Statistics 
Mean Variance Std. Deviation N of Items 









Scale: Organizational Commitment 
Case Processing Summary 
 N % 
Cases Valid 217 100,0 
Excludeda 0 ,0 
Total 217 100,0 









Scale Mean if 
Item Deleted 





if Item Deleted 
Z1 37,2811 22,592 ,672 ,890 
Z2 37,0046 22,356 ,726 ,886 
Z3 37,2166 22,393 ,686 ,889 
Z4 37,2212 23,090 ,690 ,889 
Z5 37,0230 23,013 ,657 ,891 
Z6 36,7558 24,426 ,597 ,895 
Z7 36,6959 25,314 ,464 ,902 
Z8 36,9263 23,939 ,708 ,889 
Z9 37,0369 22,536 ,760 ,884 
Z10 37,1244 23,146 ,588 ,896 
 
Scale Statistics 
Mean Variance Std. Deviation N of Items 










Profiles of Respondents * Islamic Work Ethic 
Case Processing Summary 
 
Cases 
Valid Missing Total 
N Percent N Percent N Percent 
Gender * Islamic Work Ethic 217 100,0% 0 0,0% 217 100,0% 
Respondent's age * Islamic 
Work Ethic 
217 100,0% 0 0,0% 217 100,0% 
Marital status * Islamic Work 
Ethic 
217 100,0% 0 0,0% 217 100,0% 
Education level * Islamic Work 
Ethic 
217 100,0% 0 0,0% 217 100,0% 
Monthly income * Islamic Work 
Ethic 
217 100,0% 0 0,0% 217 100,0% 
Length of work experience * 
Islamic Work Ethic 
217 100,0% 0 0,0% 217 100,0% 
 
Gender * Islamic Work Ethic 
Crosstab 
 








Gender Male Count 1 58 75 134 
% within Gender 0,7% 43,3% 56,0% 100,0% 
Female Count 0 36 47 83 
% within Gender 0,0% 43,4% 56,6% 100,0% 
Total Count 1 94 122 217 
% within Gender 0,5% 43,3% 56,2% 100,0% 
 
Chi-Square Tests 
 Value Df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square ,623a 2 ,732 
Likelihood Ratio ,968 2 ,616 
Linear-by-Linear Association ,039 1 ,843 
N of Valid Cases 217   
a. 2 cells (33,3%) have expected count less than 5. The minimum expected 
count is ,38. 
 
Respondent's age * Islamic Work Ethic 
Crosstab 
 











20 - 29 years Count 1 51 56 108 
% within Respondent's 
age 
0,9% 47,2% 51,9% 100,0% 
30 - 39 years Count 0 38 52 90 
% within Respondent's 
age 
0,0% 42,2% 57,8% 100,0% 
40 - 49 years Count 0 5 11 16 
% within Respondent's 
age 
0,0% 31,3% 68,8% 100,0% 
50 years and 
above 
Count 0 0 3 3 
% within Respondent's 
age 
0,0% 0,0% 100,0% 100,0% 
Total Count 1 94 122 217 
% within Respondent's 
age 
0,5% 43,3% 56,2% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 5,127a 6 ,528 
Likelihood Ratio 6,646 6 ,355 
Linear-by-Linear Association 3,782 1 ,052 
N of Valid Cases 217   
a. 6 cells (50,0%) have expected count less than 5. The minimum expected 





Marital status * Islamic Work Ethic 
Crosstab 
 









Marital status Single Count 1 34 45 80 
% within Marital status 1,3% 42,5% 56,3% 100,0% 
Married Count 0 59 77 136 
% within Marital status 0,0% 43,4% 56,6% 100,0% 
divorced Count 0 1 0 1 
% within Marital status 0,0% 100,0% 0,0% 100,0% 
Total Count 1 94 122 217 
% within Marital status 0,5% 43,3% 56,2% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 3,033a 4 ,552 
Likelihood Ratio 3,676 4 ,452 
Linear-by-Linear Association ,000 1 ,989 
N of Valid Cases 217   
a. 5 cells (55,6%) have expected count less than 5. The minimum expected 
count is ,00. 
 
Education level * Islamic Work Ethic 
Crosstab 
 









Education level Diploma Count 0 15 8 23 
% within Education level 0,0% 65,2% 34,8% 100,0% 
Bachelor Count 1 73 105 179 
% within Education level 0,6% 40,8% 58,7% 100,0% 
Master Count 0 6 9 15 
% within Education level 0,0% 40,0% 60,0% 100,0% 
Total Count 1 94 122 217 
% within Education level 0,5% 43,3% 56,2% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 5,170a 4 ,270 
Likelihood Ratio 5,299 4 ,258 
Linear-by-Linear Association 3,076 1 ,079 
N of Valid Cases 217   
a. 3 cells (33,3%) have expected count less than 5. The minimum expected 
count is ,07. 
 
Monthly income * Islamic Work Ethic 
Crosstab 
 











< Rp. 3 millions Count 0 16 19 35 
% within Monthly 
income 
0,0% 45,7% 54,3% 100,0% 
Rp. 3 - 5 millions Count 0 39 44 83 
% within Monthly 
income 
0,0% 47,0% 53,0% 100,0% 
Rp. 5,1 - 7 millions Count 1 23 19 43 
% within Monthly 
income 
2,3% 53,5% 44,2% 100,0% 
Rp. 7,1 - 9 millions Count 0 4 22 26 
% within Monthly 
income 
0,0% 15,4% 84,6% 100,0% 
Rp. 9,1 - 12 
millions 
Count 0 6 11 17 
% within Monthly 
income 
0,0% 35,3% 64,7% 100,0% 
> 12 millions Count 0 6 7 13 
% within Monthly 
income 
0,0% 46,2% 53,8% 100,0% 
Total Count 1 94 122 217 
% within Monthly 
income 
0,5% 43,3% 56,2% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 15,580a 10 ,112 
Likelihood Ratio 15,845 10 ,104 
Linear-by-Linear Association 1,590 1 ,207 
N of Valid Cases 217   
a. 6 cells (33,3%) have expected count less than 5. The minimum expected 
count is ,06. 
 
Length of work experience * Islamic Work Ethic 
Crosstab 
 









Length of work 
experience 
< 1 year Count 0 9 18 27 
% within Length of 
work experience 
0,0% 33,3% 66,7% 100,0% 
1 - 4 years Count 0 49 50 99 
% within Length of 
work experience 
0,0% 49,5% 50,5% 100,0% 
5 - 10 years Count 1 33 39 73 
% within Length of 
work experience 
1,4% 45,2% 53,4% 100,0% 
11 - 15 years Count 0 2 12 14 
% within Length of 
work experience 
0,0% 14,3% 85,7% 100,0% 
16 years and 
above 
Count 0 1 3 4 
% within Length of 
work experience 
0,0% 25,0% 75,0% 100,0% 
Total Count 1 94 122 217 
% within Length of 
work experience 
0,5% 43,3% 56,2% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 10,178a 8 ,253 
Likelihood Ratio 11,088 8 ,197 
Linear-by-Linear Association ,627 1 ,428 
N of Valid Cases 217   
a. 7 cells (46,7%) have expected count less than 5. The minimum expected 




Profiles of Respondents * Job Satisfaction 
Case Processing Summary 
 
Cases 
Valid Missing Total 
N Percent N Percent N Percent 
Gender * Job Satisfaction 217 100,0% 0 0,0% 217 100,0% 
Respondent's age * Job 
Satisfaction 
217 100,0% 0 0,0% 217 100,0% 
Marital status * Job Satisfaction 217 100,0% 0 0,0% 217 100,0% 
Education level * Job 
Satisfaction 
217 100,0% 0 0,0% 217 100,0% 
Monthly income * Job 
Satisfaction 
217 100,0% 0 0,0% 217 100,0% 
Length of work experience * 
Job Satisfaction 













Total Unsatisfied Satisfied Very satisfied 
Gender Male Count 6 59 69 134 
% within Gender 4,5% 44,0% 51,5% 100,0% 
Female Count 4 42 37 83 
% within Gender 4,8% 50,6% 44,6% 100,0% 
Total Count 10 101 106 217 
% within Gender 4,6% 46,5% 48,8% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square ,990a 2 ,609 
Likelihood Ratio ,991 2 ,609 
Linear-by-Linear Association ,793 1 ,373 
N of Valid Cases 217   
a. 1 cells (16,7%) have expected count less than 5. The minimum expected 
count is 3,82. 
 









20 - 29 years Count 5 53 50 108 
% within Respondent's 
age 
4,6% 49,1% 46,3% 100,0% 
30 - 39 years Count 3 40 47 90 
% within Respondent's 
age 
3,3% 44,4% 52,2% 100,0% 
40 - 49 years Count 2 6 8 16 
% within Respondent's 
age 
12,5% 37,5% 50,0% 100,0% 
50 years and Count 0 2 1 3 
above % within Respondent's 
age 
0,0% 66,7% 33,3% 100,0% 
Total Count 10 101 106 217 
% within Respondent's 
age 
4,6% 46,5% 48,8% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 3,900a 6 ,690 
Likelihood Ratio 3,381 6 ,760 
Linear-by-Linear Association ,032 1 ,859 
N of Valid Cases 217   
a. 6 cells (50,0%) have expected count less than 5. The minimum expected 
count is ,14. 
 




Total Unsatisfied Satisfied Very satisfied 
Marital status Single Count 3 44 33 80 
% within Marital status 3,8% 55,0% 41,3% 100,0% 
Married Count 7 56 73 136 
% within Marital status 5,1% 41,2% 53,7% 100,0% 
Divorced Count 0 1 0 1 
% within Marital status 0,0% 100,0% 0,0% 100,0% 
Total Count 10 101 106 217 
% within Marital status 4,6% 46,5% 48,8% 100,0% 
 
Chi-Square Tests 
 Value Df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 5,027a 4 ,284 
Likelihood Ratio 5,413 4 ,247 
Linear-by-Linear Association 1,377 1 ,241 
N of Valid Cases 217   
a. 4 cells (44,4%) have expected count less than 5. The minimum expected 
count is ,05. 
 




Total Unsatisfied Satisfied Very satisfied 
Education level Diploma Count 3 16 4 23 
% within Education level 13,0% 69,6% 17,4% 100,0% 
Bachelor Count 7 80 92 179 
% within Education level 3,9% 44,7% 51,4% 100,0% 
Master Count 0 5 10 15 
% within Education level 0,0% 33,3% 66,7% 100,0% 
Total Count 10 101 106 217 
% within Education level 4,6% 46,5% 48,8% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 13,617a 4 ,009 
Likelihood Ratio 14,289 4 ,006 
Linear-by-Linear Association 12,250 1 ,000 
N of Valid Cases 217   
a. 2 cells (22,2%) have expected count less than 5. The minimum expected 
count is ,69. 
 




Total Unsatisfied Satisfied Very satisfied 
Monthly income < Rp. 3 millions Count 2 23 10 35 
% within Monthly 
income 
5,7% 65,7% 28,6% 100,0% 
Rp. 3 - 5 millions Count 4 42 37 83 
% within Monthly 
income 
4,8% 50,6% 44,6% 100,0% 
Rp. 5,1 - 7 millions Count 3 13 27 43 
% within Monthly 
income 
7,0% 30,2% 62,8% 100,0% 
Rp. 7,1 - 9 millions Count 1 9 16 26 
% within Monthly 
income 
3,8% 34,6% 61,5% 100,0% 
Rp. 9,1 - 12 millions Count 0 7 10 17 
% within Monthly 
income 
0,0% 41,2% 58,8% 100,0% 
> 12 millions Count 0 7 6 13 
% within Monthly 
income 
0,0% 53,8% 46,2% 100,0% 
Total Count 10 101 106 217 
% within Monthly 
income 
4,6% 46,5% 48,8% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 14,794a 10 ,140 
Likelihood Ratio 16,503 10 ,086 
Linear-by-Linear Association 5,433 1 ,020 
N of Valid Cases 217   
a. 6 cells (33,3%) have expected count less than 5. The minimum expected 
count is ,60. 
 




Total Unsatisfied Satisfied 
Very 
satisfied 
Length of work 
experience 
< 1 year Count 1 12 14 27 
% within Length of 
work experience 
3,7% 44,4% 51,9% 100,0% 
1 - 4 years Count 3 56 40 99 
% within Length of 
work experience 
3,0% 56,6% 40,4% 100,0% 
5 - 10 years Count 6 28 39 73 
% within Length of 
work experience 
8,2% 38,4% 53,4% 100,0% 
11 - 15 years Count 0 3 11 14 
% within Length of 
work experience 
0,0% 21,4% 78,6% 100,0% 
16 years and 
above 
Count 0 2 2 4 
% within Length of 
work experience 
0,0% 50,0% 50,0% 100,0% 
Total Count 10 101 106 217 
% within Length of 
work experience 
4,6% 46,5% 48,8% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 12,940a 8 ,114 
Likelihood Ratio 13,546 8 ,094 
Linear-by-Linear Association 1,843 1 ,175 
N of Valid Cases 217   
a. 7 cells (46,7%) have expected count less than 5. The minimum expected 





Profiles of Respondents * Organizational Commitment 
Case Processing Summary 
 
Cases 
Valid Missing Total 
N Percent N Percent N Percent 
Gender * Organizational 
Commitment 
217 100,0% 0 0,0% 217 100,0% 
Respondent's age * 
Organizational Commitment 
217 100,0% 0 0,0% 217 100,0% 
Marital status * Organizational 
Commitment 
217 100,0% 0 0,0% 217 100,0% 
Education level * 
Organizational Commitment 
217 100,0% 0 0,0% 217 100,0% 
Monthly income * 
Organizational Commitment 
217 100,0% 0 0,0% 217 100,0% 
Length of work experience * 
Organizational Commitment 
217 100,0% 0 0,0% 217 100,0% 
 




Total Not committed Committed Highly committed 
Gender Male Count 3 62 69 134 
% within Gender 2,2% 46,3% 51,5% 100,0% 
Female Count 2 47 34 83 
% within Gender 2,4% 56,6% 41,0% 100,0% 
Total Count 5 109 103 217 
% within Gender 2,3% 50,2% 47,5% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 2,298a 2 ,317 
Likelihood Ratio 2,306 2 ,316 
Linear-by-Linear Association 1,988 1 ,159 
N of Valid Cases 217   
a. 2 cells (33,3%) have expected count less than 5. The minimum expected 
count is 1,91. 
 











20 - 29 years Count 3 58 47 108 
% within Respondent's 
age 
2,8% 53,7% 43,5% 100,0% 
30 - 39 years Count 1 45 44 90 
% within Respondent's 
age 
1,1% 50,0% 48,9% 100,0% 
40 - 49 years Count 1 6 9 16 
% within Respondent's 
age 
6,3% 37,5% 56,3% 100,0% 
50 years and 
above 
Count 0 0 3 3 
% within Respondent's 
age 
0,0% 0,0% 100,0% 100,0% 
Total Count 5 109 103 217 
% within Respondent's 
age 
2,3% 50,2% 47,5% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 6,492a 6 ,370 
Likelihood Ratio 7,461 6 ,280 
Linear-by-Linear Association 2,598 1 ,107 
N of Valid Cases 217   
a. 6 cells (50,0%) have expected count less than 5. The minimum expected 
count is ,07. 
 




Total Not committed Committed 
Highly 
committed 
Marital status Single Count 3 41 36 80 
% within Marital status 3,8% 51,3% 45,0% 100,0% 
Married Count 2 67 67 136 
% within Marital status 1,5% 49,3% 49,3% 100,0% 
divorced Count 0 1 0 1 
% within Marital status 0,0% 100,0% 0,0% 100,0% 
Total Count 5 109 103 217 




 Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 2,364a 4 ,669 
Likelihood Ratio 2,695 4 ,610 
Linear-by-Linear Association ,465 1 ,495 
N of Valid Cases 217   
a. 5 cells (55,6%) have expected count less than 5. The minimum expected 
count is ,02. 
 




Total Not committed Committed 
Highly 
committed 
Education level Diploma Count 2 18 3 23 
% within Education level 8,7% 78,3% 13,0% 100,0% 
Bachelor Count 3 84 92 179 
% within Education level 1,7% 46,9% 51,4% 100,0% 
Master Count 0 7 8 15 
% within Education level 0,0% 46,7% 53,3% 100,0% 
Total Count 5 109 103 217 
% within Education level 2,3% 50,2% 47,5% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 15,187a 4 ,004 
Likelihood Ratio 15,664 4 ,004 
Linear-by-Linear Association 10,123 1 ,001 
N of Valid Cases 217   
a. 3 cells (33,3%) have expected count less than 5. The minimum expected 















< Rp. 3 millions Count 2 21 12 35 
% within Monthly 
income 
5,7% 60,0% 34,3% 100,0% 
Rp. 3 - 5 millions Count 1 47 35 83 
% within Monthly 
income 
1,2% 56,6% 42,2% 100,0% 
Rp. 5,1 - 7 millions Count 2 23 18 43 
% within Monthly 
income 
4,7% 53,5% 41,9% 100,0% 
Rp. 7,1 - 9 millions Count 0 8 18 26 
% within Monthly 
income 
0,0% 30,8% 69,2% 100,0% 
Rp. 9,1 - 12 
millions 
Count 0 3 14 17 
% within Monthly 
income 
0,0% 17,6% 82,4% 100,0% 
> 12 millions Count 0 7 6 13 
% within Monthly 
income 
0,0% 53,8% 46,2% 100,0% 
Total Count 5 109 103 217 
% within Monthly 
income 
2,3% 50,2% 47,5% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 20,554a 10 ,024 
Likelihood Ratio 21,690 10 ,017 
Linear-by-Linear Association 9,528 1 ,002 
N of Valid Cases 217   
a. 6 cells (33,3%) have expected count less than 5. The minimum expected 
count is ,30. 
 









Length of work 
experience 
< 1 year Count 2 12 13 27 
% within Length of 
work experience 
7,4% 44,4% 48,1% 100,0% 
1 - 4 years Count 2 55 42 99 
% within Length of 
work experience 
2,0% 55,6% 42,4% 100,0% 
5 - 10 years Count 1 39 33 73 
% within Length of 
work experience 
1,4% 53,4% 45,2% 100,0% 
11 - 15 yeras Count 0 2 12 14 
% within Length of 
work experience 
0,0% 14,3% 85,7% 100,0% 
16 years and 
above 
Count 0 1 3 4 
% within Length of 
work experience 
0,0% 25,0% 75,0% 100,0% 
Total Count 5 109 103 217 
% within Length of 
work experience 
2,3% 50,2% 47,5% 100,0% 
 
Chi-Square Tests 
 Value df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 14,338a 8 ,073 
Likelihood Ratio 14,285 8 ,075 
Linear-by-Linear Association 4,933 1 ,026 
N of Valid Cases 217   
a. 7 cells (46,7%) have expected count less than 5. The minimum expected 
count is ,09. 
 
 
PLS SEM 3.0 OUTPUT 
PLS SEM MODEL 1 
 
 












IWE1 0,532     
IWE10 0,613     
IWE11 0,598     
IWE12 0,678     
IWE13 0,408     
IWE14 0,601     
IWE15 0,596     
IWE16 0,609     
IWE17 0,492     
IWE2 0,638     
IWE3 0,481     
IWE4 0,638     
IWE5 0,707     
IWE6 0,549     
IWE7 0,633     
IWE8 0,336     
IWE9 0,379     
JS1   0,615   
JS10   0,726   
JS2   0,585   
JS3   0,726   
JS4   0,743   
JS5   0,782   
JS6   0,774   
JS7   0,744   
JS8   0,712   
JS9   0,715   
OC1     0,744 
OC10     0,672 
OC2     0,789 
OC3     0,752 
OC4     0,752 
OC5     0,728 
OC6     0,689 
OC7     0,561 
OC8     0,776 












PLS SEM MODEL 2 
 
 
LOADING FACTOR MODEL 2 
Outer Loadings 











IWE5 1,000     
JS10   0,753   
JS3   0,690   
JS4   0,735   
JS5   0,765   
JS6   0,766   
JS7   0,761   
JS8   0,740   
JS9   0,751   
OC1     0,790 
OC2     0,801 
OC3     0,791 
OC4     0,787 
OC5     0,745 
OC8     0,772 
OC9     0,805 
 




LOADING FACTOR MODEL 3 
Outer Loadings 











IWE5 1,000     
JS10   0,764   
JS4   0,729   
JS5   0,745   
JS6   0,759   
JS7   0,760   
JS8   0,768   
JS9   0,775   
OC1     0,791 
OC2     0,802 
OC3     0,791 
OC4     0,788 
OC5     0,746 
OC8     0,771 
OC9     0,804 
 
 





LOADING FACTOR BOOTSTRAPPING  MODEL 3 
Outer Loadings 










(|O/STDEV|) P Values 
IWE5 <- Islamic Work 
Ethic (X) 1,000 1,000 0,000     
JS10 <- Job Satisfaction 
(Y) 0,764 0,763 0,029 26,535 0,000 
JS4 <- Job Satisfaction 
(Y) 0,729 0,727 0,037 19,775 0,000 
JS5 <- Job Satisfaction 
(Y) 0,745 0,739 0,040 18,769 0,000 
JS6 <- Job Satisfaction 
(Y) 0,759 0,754 0,034 22,210 0,000 
JS7 <- Job Satisfaction 
(Y) 0,760 0,755 0,032 23,714 0,000 
JS8 <- Job Satisfaction 
(Y) 0,768 0,769 0,033 23,008 0,000 
JS9 <- Job Satisfaction 
(Y) 0,775 0,774 0,029 26,922 0,000 
OC1 <- Organizational 
Commitment (Z) 0,791 0,790 0,024 32,723 0,000 
OC2 <- Organizational 
Commitment (Z) 0,802 0,802 0,028 28,554 0,000 
OC3 <- Organizational 
Commitment (Z) 0,791 0,791 0,031 25,131 0,000 
OC4 <- Organizational 
Commitment (Z) 0,788 0,786 0,027 28,829 0,000 
OC5 <- Organizational 
Commitment (Z) 0,746 0,746 0,034 21,825 0,000 
OC8 <- Organizational 
Commitment (Z) 0,771 0,771 0,030 25,470 0,000 
OC9 <- Organizational 
Commitment (Z) 0,804 0,804 0,025 31,683 0,000 
 
CONSTRUCT RELIABILITY BASED ON CONVERGENT VALIDITY 
Construct Reliability and Validity 



















0,896 0,897 0,918 0,616 
CROSS LOADING (DISCRIMINANT VALIDITY) 
Cross Loadings 
   
    
  
Islamic Work Ethic (X) Job Satisfaction (Y) Organizational Commitment (Z) 
IWE5 1,000 0,444 0,431 
JS10 0,383 0,764 0,643 
JS4 0,252 0,729 0,478 
JS5 0,322 0,745 0,521 
JS6 0,321 0,759 0,492 
JS7 0,378 0,760 0,582 
JS8 0,320 0,768 0,626 
JS9 0,355 0,775 0,614 
OC1 0,331 0,649 0,791 
OC2 0,430 0,615 0,802 
OC3 0,366 0,585 0,791 
OC4 0,281 0,568 0,788 
OC5 0,277 0,567 0,746 
OC8 0,250 0,593 0,771 
OC9 0,425 0,556 0,804 
 
 
AVE and AVE ROOT 
No. Construct AVE AVE Root 
1. Islamic work ethic 1.000 1.000 
2. Job satisfaction 0.573 0.756 




Latent Variable Correlations 
   
    
  






Islamic Work Ethic (X) 1,000 0,444 0,431 
Job Satisfaction (Y) 0,444 1,000 0,754 
Organizational 
















(|O/STDEV|) P Values 
Islamic Work Ethic (X) -> Job 
Satisfaction (Y) 0,444 0,443 0,069 6,481 0,000 
Islamic Work Ethic (X) -> 
Organizational Commitment (Z) 0,120 0,121 0,061 1,956 0,051 
Job Satisfaction (Y) -> Organizational 
Commitment (Z) 0,701 0,702 0,050 14,030 0,000 
Islamic Work Ethic (X) -> Job 
Satisfaction (Y) -> Organizational 
Commitment (Z) 
0,311 0,311 0,052 5,968 0,000 
 
TOTAL INDIRECT EFFECT 
Specific Indirect Effects 
Mean, STDEV, T-Values, P-Values 












(|O/STDEV|) P Values 
Islamic Work Ethic (X) -> Job 
Satisfaction (Y) -> Organizational 
Commitment (Z) 
0,311 0,311 0,052 5,968 0,000 
 
R2 and R2 ADJUSTED PLS ALGORITHM 
R Square 
  
R Square R Square Adjusted 
Job Satisfaction (Y) 0,197 0,193 
Organizational Commitment (Z) 0,580 0,576 
 
















(|O/STDEV|) P Values 
Job Satisfaction (Y) 0,197 0,201 0,060 3,273 0,001 
Organizational 
Commitment (Z) 0,580 0,587 0,047 12,288 0,000 
 
R2 ADJUSTED PLS BOOTSTRAPPING 
R Square Adjusted 
Mean, STDEV, T-
Values, P-Values 












(|O/STDEV|) P Values 
Job Satisfaction (Y) 0,193 0,198 0,060 3,196 0,001 
Organizational 
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Assalamu’alaikum warahmatullahi wabarakatuhu, 
Dear respondent,  
I am a registered full-time doctoral student at State Islamic University of North Sumatera (UINSU). I am 
doing a research entitled "An Analysis of the Impact of Islamic Work Ethic on Job Satisfaction and 
Organizational Commitment (A Case Study: Islamic Banks in Medan City)".  
The research involves soliciting opinions about the impact of Islamic work ethic toward Islamic banks 
employee's job satisfaction and their organizational commitment in Medan city. Towards this end, I will 
be very grateful if you can assist me by completing the attached questionnaire.  
The questionnaire should not take more than 15 to 20 minutes of your time. I guarantee confidentiality 
of your opinion and you should not indicate your identity anywhere in the questionnaire. Further, there 
is NO right or wrong answer and I only seek your honest opinion.  
Should you have any queries, please do not hesitate to contact me personally at 0821-6163-6269 or 
email me at permananginting78@gmail.com. Your cooperation is highly appreciated, and may Allah 
grant you best rewards. 
Thank you,  
Yours Sincerely, 
 
Prof. Dr. M. Yasir Nasution, MA          Dr. Saparuddin Siregar, SE. Ak., MA 
 
 
(Promotor)        (Co-Promotor) 





This research is a partial requirement of Doctoral Degree of Sharia Economics at State 
Islamic University of North Sumatera (UINSU) .  
PLEASE DO NOT WRITE YOUR NAME ANYWHERE ON THIS 
QUESTIONNAIRE.  
Part - A  
Biographical Characteristics of the Respondent.  
Please answer by ticking (√) the relevant information to you in respect of the following 
items:  
 
1) Gender:  
Male  
    Female  
 
2) Age:  
    20 – 29 years old 
    30 – 39 years old 
    40 – 49 years old 
    50 years old and above 
 
3) Marital status:  
    Single  
    Married 
    Divorced 
 
4) Education level: 
    Diploma 
    Bachelor  
    Master 
    Doctor 
5) Monthly Income 
    Less than Rp. 3 Millions 
    Rp. 3 – 5 Millions 
    Rp. 5,1 – 7 Millions 
    Rp. 7,1 – 9 Millions 
    Rp. 9,1 – 12 Millions 
    Rp. 12 Millions and above 
 
6) How long have you been working in your company:  
    Less than 1 year   
    1 – 4 years   
    5 – 10 years   
    11 – 15 years  
    16 years and above  
  
Part - B  
Given below are a number of statements that represents your feelings about your 
organization/job. Please read them carefully and circle (O) the number that best describes your 
own response using the 5 points Likert Scales as given below: -  
 
Strongly Disagree = 1 
Disagree = 2 
Slightly Agree = 3 
Agree = 4 




1.  I don’t like to laze in work 
 
1 2 3 4 5 
2. I dedicate myself wholeheartedly to work 1 2 3 4 5 
3. I work well to benefit myself and others 1 2 3 4 5 
4. I act in justice and generousity during work to 
realize social welfare 1 2 3 4 5 
5. I work out of my own needs as a contribution to 
social welfare 1 2 3 4 5 
6. I always work with all of my best 1 2 3 4 5 
7. 
Work is not an end in itself but I make it as a 
means to foster personal growth and social 
relations 
1 2 3 4 5 
8. I feel life has no meaning without work 1 2 3 4 5 
9. I believe that more leisure time is not good for 
society 1 2 3 4 5 
10. I really emphasize and encourage human 
relations in organization 1 2 3 4 5 
11. Work enables me to control nature 1 2 3 4 5 
12. Creative work is a source of my happiness and 
accomplishment 1 2 3 4 5 
13. I believe that any person who works is more likely to get ahead in life 1 2 3 4 5 
14. Work gives me the chance to be independent 1 2 3 4 5 
15. According to me a successful person is the one 
who meets deadlines at work 1 2 3 4 5 
16. I constantly work hard to meet responsibilities 1 2 3 4 5 
17. I believe that the value of work is derived from the accompanying intention rather than its results 1 2 3 4 5 
18. I look forward to come to work everyday 1 2 3 4 5 
19. I talk about my job with my family and friends 1 2 3 4 5 
20. My job provides me with ample opportunity to 
use my abilities 1 2 3 4 5 
21. I have sufficient freedom to use my judgement 
on my job 1 2 3 4 5 
22. My job provides me enough flexibility  to choose 
any method of doing the job 1 2 3 4 5 
23. I get a feeling of accomplishment from my job 1 2 3 4 5 
24. At the end of each working day, I feel that the 
day has been well spent 1 2 3 4 5 
25. If I were to start my career again, I would choose 
this job 1 2 3 4 5 
26. If other people can get a job like mine, they 
would be very lucky 1 2 3 4 5 
27. 
I am satisfied with my job 1 2 3 4 5 
28. I find any similarity between my goals and those 
of my organization   1 2 3 4 5 
29. 
I am very much loyal to my organization 1 2 3 4 5 
30. I would accept almost any type of job assignment 
in order to keep working for my organization 1 2 3 4 5 
31. I find that my values and my organization's 
values are very similar 1 2 3 4 5 
32. I am proud to tell others that I am part of my 
organization 1 2 3 4 5 
33. 
I try my best to improve my job performance 1 2 3 4 5 
34. I always avoid absenteeism and tardiness in my 
job 1 2 3 4 5 
35. 
I really care about the fate of my organization 1 2 3 4 5 
36. I like to contribute an extra effort for the success 
of my organization 1 2 3 4 5 
37. I decide to work in this organization for the next 
several years 
 






This research is a partial requirement for achieving Doctoral Degree of Sharia Economics at 
State Islamic University of North Sumatera (UINSU) .  
PLEASE DO NOT WRITE YOUR NAME ANYWHERE ON THIS QUESTIONNAIRE.  
(Mohon untuk tidak menulis nama anda di bagian manapun pada angket ini) 
Part - A  
Biographical Characteristics of the Respondent.  
Please answer and tick (√ ) the relevant information:  
 
1) Jenis kelamin :  
Laki-laki 
    Perempuan  
 
2) Umur:  
    20 – 29 tahun   
    30 – 39 tahun 
    40 – 49 tahun  
    50 tahun ke atas  
 
3) Status pernikahan :  
    Lajang  
    Menikah 
    Bercerai   
 
4) Jenjang pendidikan: 
    Diploma 
    Sarjana  
    Magister 
    Doktor 
 
5) Penghasilan bulanan : 
    Kurang dari Rp. 3 juta 
    Rp. 3,1 – 5 juta 
    Rp. 5,1 – 7 juta 
    Rp. 7,1 – 9 juta 
    Rp. 9,1 – 12 juta 
    Rp. Lebih dari 12 juta 
 
6) Lama bekerja pada lembaga saat ini :  
    Kurang dari 1 tahun   
    1 - 4  tahun   
    5 - 10 tahun   
    11 – 15 tahun  
    16 tahun keatas 
  
Part - B  
Berikut ini adalah sejumlah pernyataan yang mewakili perasaan anda tentang 
perusahaan/perasaan anda. Mohon dibaca dengan seksama, selanjutnya lingkarilah nomor yang 
paling sesuai yang mewakili respon/persepsi anda. 
 
Sangat Tidak Setuju = 1 
Tidak Setuju = 2 
Agak Setuju = 3 
Setuju = 4 
Sangat Setuju = 5 
 
1. Saya tidak suka bermalas-malasan dalam bekerja 
 
1 2 3 4 5 
2. 
Saya mendedikasikan diri saya 
sepenuh hati dalam bekerja 
 
1 2 3 4 5 
3. 
Saya bekerja dengan baik untuk 
menguntungkan diri sendiri dan 
orang lain 
 
1 2 3 4 5 
4. 
Saya berlaku adil dan bermurah hati 
dalam bekerja untuk mewujudkan 
kesejahteraan masyarakat 
 
1 2 3 4 5 
5. 
Saya berkarya melebihi kebutuhan 
diri saya sendiri sebagai 
kontribusi terhadap kemakmuran 
masyarakat  
 
1 2 3 4 5 
6. 
Saya selalu bekerja dengan 
kemampuan terbaik saya 
 
1 2 3 4 5 
7. 
Bekerja bukanlah tujuan dari kerja 
itu sendiri melainkan saya 
menjadikannya sarana untuk 
mendorong pertumbuhan pribadi dan 
hubungan sosial  
1 2 3 4 5 
8. 
Saya merasa hidup tidak memiliki 
makna tanpa bekerja 
 
1 2 3 4 5 
9. 
Saya meyakini bahwa waktu kosong 
(santai)yang banyak tidak baik bagi 
masyarakat 
 
1 2 3 4 5 
10. 
Saya sangat menekankan dan 
menggalakkan hubungan antar 
individu dalam organisasi 
 
1 2 3 4 5 
11. 
Bekerja memungkinkan saya 
mengendalikan alam dan sumber 
dayanya 
 
1 2 3 4 5 
12. 
Berkarya secara kreatif adalah 
sumber kebahagiaan dan prestasi 
saya 
 
1 2 3 4 5 
13. 
Saya meyakini setiap orang yang 
bekerja cenderung lebih maju dalam 
kehidupan dibandingkan dengan yang 
tidak bekerja  
 
1 2 3 4 5 
14. 
Dengan bekerja akan memberi saya 
kesempatan untuk mandiri 
 
1 2 3 4 5 
15. 
Menurut saya orang yang sukses 
adalah orang yang memenuhi tenggat 
waktu (deadlines)saat bekerja 
 
1 2 3 4 5 
16. 
Saya tetap konsisten bekerja keras 
untuk memenuhi tanggung jawab 
 
1 2 3 4 5 
17. 
Saya meyakini nilai dari sebuah 
pekerjaan terletak pada niat yang 
menyertainya dan bukan pada hasil 
akhirnya 
 
1 2 3 4 5 
18. Saya berharap bisa datang bekerja 
setiap hari 
 
1 2 3 4 5 
19. Saya berbicara tentang pekerjaan 
saya dengan keluarga dan teman saya 
 
1 2 3 4 5 
20. 
Pekerjaan saya memberi saya banyak 
kesempatan untuk menggunakan 
kemampuan saya 
 
1 2 3 4 5 
21. 
Saya memiliki kebebasan yang cukup 
untuk menggunakan penilaian saya 
atas pekerjaan saya 
 
1 2 3 4 5 
22. 
Pekerjaan saya memberi saya 
fleksibilitas yang cukup untuk 
memilih metode dalam melakukan 
sebuah pekerjaan 
 
1 2 3 4 5 
23. Saya merasakan prestasi dari pekerjaan saya 
 
1 2 3 4 5 
24. Pada akhir setiap hari kerja, saya 
merasa hari itu telah dihabiskan 
dengan baik 
1 2 3 4 5 
25. 
Jika saya memulai karir saya lagi, 
saya akan memilih pekerjaan seperti 
saat ini. 
 
1 2 3 4 5 
26. 
Jika orang lain bisa mendapatkan 
pekerjaan seperti saya, mereka akan 
sangat beruntung 
 
1 2 3 4 5 
27. 
Saya puas dengan pekerjaan saya 1 2 3 4 5 
28. Saya menemukan kesamaan antara 
tujuan saya dan tujuan organisasi 
saya 
  
1 2 3 4 5 
29. Saya sangat loyal kepada organisasi 
saya 
 
1 2 3 4 5 
30. Saya akan menerima hampir semua jenis tugas pekerjaan untuk dapat 
terus bekerja pada organisasi saya 
 
1 2 3 4 5 
31. Saya menemukan kesamaan nilai-nilai pada diri saya dengan nilai-nilai 
yang ada pada organisasi saya 
 
1 2 3 4 5 
32. Saya bangga mengatakan kepada orang lain bahwa saya adalah bagian dari 
organisasi saya 
 
1 2 3 4 5 
33. Saya berusaha sebaik mungkin untuk 
meningkatkan performa kerja saya 
 
1 2 3 4 5 
34. Saya selalu menghindari ketidakhadiran dan keterlambatan 
dalam pekerjaan saya 
 
1 2 3 4 5 
35. Saya sangat peduli dengan nasib 
organisasi saya 
 
1 2 3 4 5 
36. Saya ingin menyumbangkan usaha 
ekstra untuk kesuksesan organisasi 
saya 
 
1 2 3 4 5 
37. Saya memutuskan untuk bekerja dalam 
organisasi ini untuk beberapa tahun 
ke depan 
 
1 2 3 4 5 
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